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ABSTRACT 


The major problem investigated in this study was the relation- 
ship between various determinants of coaching ability and actual 
coach effectiveness as measured by team performance. Secondary 
problems included an analysis of leadership styles as defined by 
other researchers. 

Data was collected through a personal interview-questionnaire 
situation arranged with fifty amateur head coaches of football teams 
in the province of Alberta. 

Descriptive data collected on the sample indicated that all re- 
spondents were teachers, teh the majority having an academic back- 
ground in physical education. Only four of the coaches had not 
played football with the positions of quarterback, running back, and 
offensive end being over represented in the group. Assistant coach- 
ing was not an indicated prerequisite for this group of head coaches 


whose teams had won 64.32 percent of their league games. 


Conclusions 
1. No significantly high relations were reported between 
measures of coach effectiveness and coach training, coach 
experience, or coach leadership style. These results were 
in the expected direction based on other research findings. 
2. A measure of coach-team relations was found positively 
related to team performance. Both the effects of winning 


on the coach and the efforts of the coach to improve coach- 
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team relations were suggested explanations. Further evi- 
dence in support of the social-emotional role of the coach 
was provided by the slight relationship shown between the 
coach's perception of his effectiveness in these aspects 
and actual team performance. 

Analysis of the variables on leadership style indicated no 
significant relationships between them and other measure- 
ments used in this study. 

As had been found in other investigations, football coaches 


tended not to be authoritarian. 
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CHAPTER I 


STATEMENT OF THE PROBLEM 


Introduction 

Small groups of individuals working interdependently on teams, 
committees, or crews is a common phenomenon. The effectiveness with 
which these groups accomplish their tasks is thus of practical as 
well as theoretical concern. 

Groups and organizations succeed and thrive under effective 
leadership and frequently fail or sometimes may even disintegrate 
under ineffective leadership. Extensive scholarly research has been 
carried out in an attempt to better understand leadership, but few 
attempts have been successful in providing a general framework to 
help explain how a leader's personality attributes relate to his 
group's performance. 

In addition, it has been commonly accepted by researchers in 
the field of leadership that the leader's previous training and 
experience as well as his general attitude toward professional im- 
provement were important factors in effectiveness. This may be the 
case, however, these assumptions have not been verified scientifi- 
cally. 

This study was designed to fill some of these gaps in leader- 
ship research by providing a detailed and systematic analysis of 
football head coaches as to the relationship between their past ex- 


periences, present attitudes, and effectiveness as leaders. 
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Need for the Study 


Are there certain experiences and attitudes that are necessary 
in determining the effectiveness of a leader? If so, how could the 
training and experience of our leaders be better structured? This 
is of particular significance in coaching football because of the 
opportunities for improvement provided through football clinics, 
university football courses, and the recently initiated national 
football coaches certification program. These are examples of 
vehicles available for the dispersal of important information on 
the topic of coaching as a leadership role, often neglected presently. 
Therefore there is a very practical concern for this kind of study. 

The theoretical issue involves the need for substantiating and 
testing current theories in the area of leadership. The leadership 
measures used in this study have been developed through a theore- 
tical framework supported by over twenty years of intensive research. 
Unfortunately, little of this research has been done on coaches of 
teams. 

More specifically, much controversy has surrounded the general 
area of the most appropriate attitude and behaviors for coaches of 
football teams. Although the ultimate goal of achieving top perfor- 
mance seems to be constant among coaches, widely different means to 
this end are practiced. At one end of a continuum are the "hard- 
nosed", authoritarian (Tutko and Richards, 1971) figures who are 
noted for their unquestioned and rigid individual player and team 


policies, as well as their general aloofness from team members, 
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and direct emphasis on the task at hand. These coaches, try to run 
their teams like well oiled machines, each team member expected to 
give entirely of himself for the cause. 

At the opposite end are the "nice-guy" (Tutko and Richards, 1971) 
democratic leaders who attempt to accomplish the task by providing 
a maximum opportunity for player involvement in making decisions, 
seeking a close interpersonal relationship with team members, and by 
emphasizing the individual and team enjoyment of the experience. 

In addition to examining these issues, a test of Fiedler's work 
regarding training and experience will be included. Their findings 
resulted in a new interpretation of leadership experience and training 
in an effort to explain why the literature and their own research re- 
ported no consistent relations between these areas of leadership de- 
velopment and group effectiveness (Fiedler and Chemers, 1974). 

Another need for this kind of study is that very little research 
has been done on Canadian amateur coaches. It seems quite possible 
that the socialization and situational factors existing in Canadian 
Sport, especially at the amateur level, may be unique. If this is 
true, then the attitudes and perceptions of the successful Canadian 
coach could be different from coaches in other countries. 

Little research has been done to provide a scientific basis for 
understanding the area of coaching effectiveness. Analyzing various 
relationships surrounding the football coach and his team's perfor- 
mance, this study attempts to provide some rationale from which dis- 


cussion of effective coaching could occur. 
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The Problem 

The major purpose of the study was to examine the relationship 
between the head coach and team performance of football teams. This 
analysis was in part guided by the social psychological theory of 
leadership effectiveness as advanced by Fiedler (1967). 

The following issues were of prime importance in the investiga- 

tion. 

1. Was there a relationship between the coach's motivational 
style and his team's performance? Was there a significant 
difference between coaching motivational styles of success-~ 
ful as compared with unsuccessful coaches? 

2. Was being the head coach of the team considered to be a 
favorable leadership opportunity in terms of coach-athlete 
relations? Was the head coach's perceptions of his re- 
lations with the team related to team performance? 

3. Were there relationships between a coach's training and 
his team's performance or his coaching motivational style? 
Was there a relationship between number of years of coaching 
experience and team performance? Was there a relationship 
between successful past experiences with football and 
coaching effectiveness? 

4. Were coaches of amateur football teams authoritarian? 

What relationships were there between authoritarianism 


and coach leadership style or team performance? 


Limitations 


1. The prime limitation of the study was the selection of respon- 
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dents which included only those available for an interview 
during July in 1975. 

The study was limited by it's use of instruments, two of 
which had not been tested previously. 

The study involved respondents who coached at one or more 

of three levels of the five levels of coaching, therefore lim- 
iting the generalizations of results. 

Information on the actual effectiveness of the coach‘s team 
was provided by the coach himself. It was hoped that this 
problem could be partially overcome by the fact that the 
author was personally acquainted with most of the coaches 
involved, thereby resulting in accurate responses. 

The study was limited by the lack of scientific research com- 
pleted on coaches of teams in general, and more specifically 


coaches of Canadian amateur football teams. 


Delimitations 


ike 


rae 


The number of respondents was delimited to fifty. 

The type of respondents included only head coaches of twelve 
man high school, junior and university football teams in 
Alberta. Each respondent had been a head coach for at least 
two years since 1970. 

The method for collection of the data involved a structured 


interview-questionnaire situation with each respondent. 
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Definitions of Terms 

Coach: The head coach, the individual who has the final authority 
in regards to team operation and decisions. 

Coach Effectiveness: Measured in terms of his team's performance, 
or percentage of games won in league competition, including all years 
as a head coach. 

Coach Experience: Refers to the number of years in the position of 
head coach. 

Coach Motivational Style: As defined by Fiedler, refers to an 
underlying need structure which motivates his behavior in the role 
of a head coach, as measured by his score on the Least Preferred 
Coworker (LPC) scale (1967). 

Coach-Team Relations: The degree to which the coach feels 
accepted by the team and is relaxed and at ease in his role. Measured 
by the Group Atmosphere Scale (GA) (Fiedler, 1967). 

Coach Training: Indicated by any developmental experience in the 
past or present which affected his head coaching ability and there- 


fore his team's performance. 


ed ec nes F i wD) ely 
otro at ah ‘lliails baal 
ssobmnretesy inne ei, shinee 
oreey Phi araburont HORE IseMS sone 

ar oe a ve 
to moFitaey sit nt ba: “Yo Saal ae rn sal 
ie Oo Anolon, .2SEbSET vd bantieb aA tags ai . a sot 
shor aft ct tolveded-etd nagevitom: mntae sao 
berwiest jaeed aid) ne SOB etd ed betwen. a 

| ta (rary 
efes rowes pipe eneaenthonse ‘ 
bsrsassM .ofoy att ak orkp Je bos betslex 2 
veet st) 0) at an 

of nt sonetraqes es.nsingt teres: wm 4d botsotbet tgatthey 
-s79¢9 bits wilde. omnes ne 


e Ena: -sotmmviieg elisad ahd 9: 


a) ork ae 


al! 
j = 
“4 
we ; 
d 4 a 
= 

4 

re 

» 
“ 
~~ ise > 


CHAPTER II 


REVIEW OF LITERATURE 


Introduction 

Perhaps Peyre, in his treatment on "Excellence and Leadership," 
expressed it appropriately when he said: 

There are at least three subjects...on which no wise 
man should ever attempt to write: love, genius, and 
leadership. Of the three, the last is the most mys- 
terious and the most unpredictably and capriciously 
feminine (Groubard, 1962p. 1). 

Certainly the ambiguity of the term leadership in social-psycho- 
logical theory as well as in the area of coaching athletic teams has 
resulted in extensive but divergent thought and research. 

The literature to be reviewed will deal primarily with theory and 
research on leadership situations similar to that of the football coach. 
Despite the fact that scholars know that group climate is a key factor in 
determining leader performance, scientific thought and investigation in 
the area has not yet been able to completely differentiate between the 
various group situations and precisely how they relate to leader effec- 
tiveness. 

Because a knowledge of the characteristics or properties of groups 
is such an integral part of leadership research this aspect of the prob- 
lem will be discussed first. A base will be provided from which to 
analyze other pertinent literature. It will certainly become evident 


that there has been a limited amount of scientific study which pertains 


directly to the coaching of sports teams. 


cf 


pe ui ps ial 
“waidetsbeed bas sms 99 sneer ary 


ey r A hax bak ’ 
Sa aly ryan ' re ra LES 


aeiw on dokiy ne.  BIg6t die, as 
bus, »ustneg .svol cos iey od Ie " 
~2 (0 Jaog eda et taal Say) odrat ora: ' 
yleueistiqso brs qidstotbysqny Seer at 
2g chOGk <braucrea) ° 


-~onsyed-iebsoe ak dieser arsed cai is 


aquorg lo askatsqerq to aokiehisyosss4> sil3 20 agbelwomd a sewedsa: 
-dorqg: sid to J98qe_ shit foresee dededessalt to Irs tewuogni cia fisue er 
od idp.tehe — bebivoxg ad. ttiw Bs & wtexHi bseanvath od Tike mal fe 
anebivs a vinigsia. ithw 3f -swwtexs3tl mento tsd30 osyiene Cy 
entedieg dobiw ybise ol2isaestse to touoms bojtmtt. 8 ited aad stpiis ay “it 


amaad eaxeqs 1 gntinGos eds oF einuah te 


The football coach is considered to be the formal leader or "head 
man'' of the group because he is appointed to the position by a higher 
authority. This distinguishes him from the emergent leader who emerges 
from a previously leaderless group without the benefit of institutional 
appointment (Fiedler and Chemers, p.6). The data on emergent leaders 
comes from studies of laboratory groups on dimensions of behavior 
identified as those of emergent leaders responding to functional demands 
of the group (Stogdill, 1959). 

The characteristic behaviors associated with emergent leadership 
are frequently different than those associated with the formal leader. 
Indeed, the emergent leader is that member who best satisfies the group 
needs at the time. This allows for considerable role flexibility which 
is often not possible for the formal leader, although often expected 
of him (Shartle, 1957). In contrast, the formal leader, because of 
his appointment will have certain institutional expectations guiding 
his behavior in addition to the challenge of achieving authority of 
leadership with respect to his group's purposes. The problem is one 
of being able to satisfy the expectations of the institution and the 
group simultaneously. Relevant leadership research needs to take into 
account both sets of expectations. 

Group size is an important factor which affects leader-member rela- 
tions and the type of leadership necessary for achieving task oriented 
goals. Research in this area suggests that satisfaction with the 
supervision differs with the size and composition of the group. Demo- 
cratic leadership is most satisfying in small, interaction-oriented 


groups, while autocratic leadership satisfies group members most in 
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large task-oriented groups. Neither styles of leadership can be advo- 
cated as a method for increasing productivity (Stogdill, 1974). Once 
again, most of the studies done in this area were performed in small 
laboratory group situations. 

A football team is a group made up of approximately forty indiyiduals. 
The highly specialized nature of their tasks, evident by their division into 
several smaller groups much of the time, demands a very high level of 
organization and structure. In an attempt to distinguish between the 
terms group and organization, Stogdill indicated that an organization 
is a special kind of group. 

An organization may be defined as a social group in which 
members are differentiated as to their responsibilities 
for the task of achieving a common goal (1950, p.2). 

Although this definition does not take into account group size and 
is most applicable to the emergent leader situation, it is relevant to 
the nature of the leadership situation examined in this study. 

A very limited amount of study has been done on large complex hier- 
archical organizations but indications are that the type of leadership 
required here is much different from that which was successful in the 
small laboratory group (Gibb, 1969). 

The football team group operates on a seasonal basis; for approxi- 
mately three months each year commencing in late August and terminating 
in early November. Considering the time span in which this group exists, 
it is important to determine which leadership factors are most important 
if task accomplishment is a primary aim. Research or thought regarding 


this leadership variable is negligible. Sherif and Sherif (1956) found 
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that enduring groups develop organization and structure and these 
form a very influential part of ie situation to which leadership 
must be related. Their study involved small laboratory groups and 
did not analyze leadership effectiveness. Perhaps group longevity 
is not related to leadership style or other factors but the fact 
remains that a tremendous amount of organization, interaction, and 
decision making takes place over a comparatively short period of 
time. These factors would seem to justify investigation into this 
variable. 

An examination of the method by which football teams accomplish 
their task would provide further clarification for study purposes. 
The intent here is to clarify the fact that this group perceives them- 
selves as working interdependently toward achieving a common goal 
rather than being members of a group working individually on a task. 
Further elucidation is necessary here to distinguish between the 
two methods that could be used by a group working towards a common 
goal. For example, a wrestling team score is made up of points 
attained by each of their team members in individual matches. Each 
contributes to the team score but independently of one another. In 
contrast the result of a football game including points for and 
against depends on the coordinated efforts of individual members in 
their attempt to overcome the opposition. Fiedler, in his extensive 
study on leadership effectiveness has distinguished between interacting 
groups and coacting groups. Interacting groups consist of members 


working cooperatively and interdependently on a common task. 
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The contributions of individual members of these 

groups cannot, therefore be readily isolated, and 

the members for this reason, are typically rewarded 

or penalized as a group (Fiedler, 1971, p.2). 
Co-acting group members perform their tasks in relative indepen- 
dence of one another, as for example, members of bowling teams. 
Employing Fiedler's definition then, the football team would be 
considered an interacting group. 


One of the leaders major tasks therefore, would be to help coor- 


dinate the various tasks of the group members by directing, channelling, 


Ef 


and guiding their work towards successful task completion (Fiedler, 1967). 


An attempt has been made to classify the leadership situation in- 
volving a football coach in terms of leadership selection and group 
structure as it relates to size and longevity or stability, and the 
method by which the group accomplishes it's task. The study of sports 
teams, especially in regards to leadership phenomena has been neglected 
by researchers. It may well be that current leadership study will pro- 
vide the important information and theory necessary for the successful 
leadership of sport teams. Conversely, it could be possible because 
of factors unique to sport team situations, that the necessary ingre- 
dients for effective leadership are different too. 

Now that the basic framework has been established concerning the 
specific type of leadership situation being investigated in this study, 
an overview of relevant theory and research will be presented. Areas 
to be reviewed include: the effects of leadership style or behavior on 
group task performance, leader training and/or experience and group 


task performance, and pertinent sports team leadership literature. 
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Leadership Style and Group Productivity 


As a base for discussion in this area, Stogdill (1974) has pro- 
vided a comprehensive review of the literature in this area. In 
his summary chapter on "Leadership and Group Performance" there is 
an outline of the results of research efforts relating group pro- 
ductivity and various styles of leader behavior (p. 404). A summary 


of Stogdill's review is presented in tabular form. 


Variables Direction of Relationship 


Related Positive Zero Negative 


Productivity and 


Democratic 3} 11 
Permissive ji 3 4 
Follower-oriented 19 5 4 
Participative 10 5 3 
Considerate 8 8 3 
47 32 14 
Productivity and 
Autocratic 3 10 ab 
Restrictive 2 3 1 
Task-oriented 3 3 3 
Socially distant 16 iL. ni 
Directive 10 4 ai} 
Structured 13 5 
47 26 i 
FIGURE 1 


Number of Positive, Zero, and Negative Relationships 
Between Leader Behavior and Group Productivity 
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The several patterns of person-oriented behavior (democratic, 
permissive, participative, follower-oriented, and considerate) were 
grouped together as well as the work-oriented behavior (autocratic, 
restrictive, task-oriented, socially distant, directive, and struc- 
tured). These terms as used by various researchers were considered 
by Stogdill as a conglomerate pattern and were analyzed individually 
in terms of their relationship to productivity. 

The conclusion to be drawn from these studies is that 
both person oriented and work oriented behaviors may 
under certain circumstances be related positively to 
leadership. Person-oriented behaviors, more often 


than work-oriented behaviors are negatively associated 
with productivity (Stogdill, 1974, pp. 403-404). 


After using a similar method of relating leader behavior to other 


effects produced, Stogdill provides a final summary statement. 


The results of the analysis do not confirm any sim- 
plistic or polarized theory of leader behavior and 
group response. The results suggest, rather, the 
operation of interaction effects. A pattern of 
behavior effective in one situation is not necessarily 
effective in other situations. In view of the com- 
plexity of leader behavior and the variety of situa- 
tions in which it functions, a conditional and multi- 
variate hypothesis seems more reasonable than a sim- 
plistic, bipolar view of the leader-follower relation- 
ship (p.407). 


The conglomerate method of analyzing research done in a particular 


area helps to focus on common approaches to the problem and their 
results. However, any conclusions drawn can only be derived from 
research relating to similar situations using similar measurements. 
Although he recognized problems of classification, definitions, and 
measurements in his introduction, Stogdill continued to attach some 


meaning to an analysis of each conglomerate pattern by summing posi- 


£3 


ef 


enieaeaiee qoivaigd pita a an Oe 

~ousde frie setsgeakb saqasoib ehtnkgpe), ¢ 03 sis 

bsvebhano> s1sw exedomsaady eootsey: Ain — oa “ie 

tlisubivibas besylaas syow Brie sxe: 
. yaigtsgubosg od, ae 10! ei) isi. | 


‘gad ek en kbssie: gees mo31 cwetb ad 09. f 3 edt 
yam erobverod bagneito Saw ins bes poe ized 


ot ylovitteog badeiex od cnaeeneri 
nette sien saxolenisd badnat o-no? 
botetooses yisvlssgan ors s10IveaS 
OE~COR gg. ACRE ae 


-mte Yor opidaos son ob afay. 
his totvaided vobeal ag 


od3 , Tadts1 TeRReES 8 
te mretged A .eds : 


~nolssies sabohatei eae ad 


tslusts3sq 6 ni an0h doreesos Satsxiens io hodzem | 

ateds bee geidotg ats o} zeronoxgge Homo = mo sae i ‘sald awk > 

. aor? bevizreb sd yino ‘a8 ward lenokeutonos - , tavewoH astuess se! , 

= |  adnemenvaison wad imbs pare anokisus te aelimie ay gutsaloz dienbaigs ; 

| bre ,2dolstnlieb .polascthiessts toaasldoxa bashagoer of dguorstA 
sme Hongda 99 Bawnstnas Lonbwond) <thatiios iat sath a3 nomeryssom 

~teog, gaimaue Yd ersaseq pene Hany 0 azerinns me 03 anlagen : 


14 


tive relationships as against zero and negative relationships for each 
grouping. As a result, individual research programs within this con- 
glomerate grouping showing more significant relationships between leader 
style and group productivity, may have not been given just consideration. 

Therefore, a closer analysis of the research showing the most posi- 
tive relationships between leader behavior and productivity will be 
undertaken. 

Work-oriented behavior patterns indicated as directive, structured, 
or socially distant by various researchers tended to be related to pro- 
ductivity. 

Directive leadership implies that the leader plays an 
active role in problem solving and decision making 
and expects group members to be guided by his deci- 
sions (Stogdiit: p,. 386)... 

A closer scrutiny of the research completed here reveals a number 
of weaknesses that make it difficult to generalize from their results. 
1. As cited in two of the research studies initiated by Lange 

et al. (Stogdill, 1974, p. 389), both directive and participative 
leadership were reported as being positively related to group perfor- 
mance. 

These studies were grouped with other investigations showing simi- 
lar results involving only directive patterns of behavior. The cumu- 
lative effect could have been interpreted as only directive behavior 
being effective, when actually both methods tested were effective. 

This factor further weakened the case for directive behavior which in- 


cluded ten studies showing positive relationships and five indicating 


zero or negative relationships. 
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2. Some lack of consistency in terminology or definition of 
directive behavior (directive versus participative, task oriented 
versus interaction oriented, positive versus negative), and in 
measurement of productivity (problem solving, corporate profit, 
and error avoidance) did not provide general support for further 
analysis of the directive leadership style. 

Indeed, it could only be suggested that group productivity 
is not related consistently to a directive style of leader behavior. 

A more promising relationship was established between a struc- 
turered style of behavior and productivity as indicated by thirteen 
studies indicating a positive relationship opposed to five showing 
no relationship (Stogdill, 1974, p. 397). 

An extensive body of research consistent in definition and tech- 
nique for measurement was included. 

The Leader Behavior Description Questionnaire, 
developed by staff members of the Ohio State 
Leadership Studies, consists of two strongly 
defined subscales - consideration and initia- 
tion of structure. The scales are used by 
followers to describe the behavior of their 
leaders. Forms were developed for self-de- 
scriptions, and also for description of ideal 

or expected behavior (Stogdill,, 219.74.» ps, 393). 


Further analysis of the positive relationships reported in these 


studies indicated that group productivity was related to structuring 


behavior in seven of the studies, and to an interaction of consideration 


and structure in six investigations. Although this type or style of 
leader behavior was moderately related to productivity, there was no 


clear delineation of the most appropriate form of leader behavior. 


185) 


ef 


y 


te soks. toiiab Pe epotodinass ak ie ; 
: : We: 
betdsiro seb neta 2s218Y jah 


ak ane ef eEIRR OR auasioy. owhed | 
ee 


21% 


. Fier S187 04409 a ier j 


ressyids 


aniwotea 


~joed bas 


nett Yo a a i ¢ fe. rf > yeot ; 
CECE -q BVOL,” i tb $2) ; 5 Tot rn.*3 - et 


92803 nk bedseqss- Pe ay smiateoq ee 2. 
BBR BARROS o2 bodsiox’ 2a0 wsnelaopbiond Aditi salt ee , 


: vials wiabsiseeebss 36 cobsansazat ni ot Bas , Jastbure ot 6 aban said a? : 
. ii SOR cag eee ie Tek 
le slvte 120 4 ats Stoipa } ‘sth At exos ' 
oq? afiy dgeosaiA .aucrdagi ve ws foe 
on Baw story Hie asta oy. suaaniad: 2m ae elles . een 
ay) ip | aches sobiiat Yo 1 nxo2 
: - j . 4 — ; bot J 
¥ a 7 Vod (a : i _ 7 } \ ish - 
-~ ra 7 ' 7 7 Sok i 
fe i: if. | a 1 na a a y | a > eh cay ae ab ‘ ba - , 


Perhaps more research done on task groups similar in nature would more 
clearly indicate the desired pattern of behavior. Another possible 
solution to the problem might involve a reinterpretation of leader- 
ship behavior. Fiedler and his associates (1969, p.40) have recently 
attempted this. Some of their preliminary findings are outlined be- 
low: 


We must first of all distinguish between leadership 
style and leader behavior. Leader behavior refers 

to the specific acts in which a leader engages while 
directing or coordinating the work of his group. For 
example, the leader can praise or criticize, make 
helpful suggestions, show consideration for the wel- 
fare and feelings of his group. 


Leadership style refers to the underlying needs of 
the leader that motivate his behavior. In other 
words, in addition to performing the task, what 
personal needs is the leader attempting to satisfy? 
We have found that a leader's actions or behavior 
sometimes does change as the situation or group 
changes, but his basic needs appear to remain con- 
stant. 


Taking this interpretation into consideration, previous studies on 
leader behavior would have had considerable difficulty in showing con- 


sistent relationships between leader behavior and group production 
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because the leaders behavior was governed by his underlying need struc- 


ture. Depending on how he interprets the situation, the leader would 
behave to satisfy this need structure. 
Various research studies give considerable support to this inter- 


pretation. Sixteen studies reported a positive relationship between 


social distance and productivity, while two investigations demonstrated 


a lack of positive relationships (Stogdill, 1974, p. 385). 


An overview of the theory behind this research was provided by 


Shaw and Costanzo (1970, p. 315): 
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The general approach adopted by Fiedler was based on 
the assumption that the leader's perceptions of his 
co-workers reflect task relevant attitudes that in- 
fluence group interaction and performance. Measures 
of interpersonal perception were first developed for 
research on psychotheropeutic relations (Fiedler, 
1951) and later adopted to the study of leadership. 
Studies of the relationship between measures of 
interpersonal perception and group effectiveness 
yielded apparently contradictory results; the con- 
tingency model represents an attempt to reconcile 
these data. The general theoretical model assumes 
that the type of leader that will be most effective 
depends upon the favourability of the situation to 
the leader, which in turn depends upon affective 
leader-group relations, task structure, and the 
leader's position power. 


In Fiedler's research program relating leadership to group pro- 
ductivity samples of both experimental and field groups included 
basketball teams, student surveying teams, bomber crews, tank crews, 
and other groups and organizations. 

Well over 800 groups were studied between 1951 and 
1963, and the theory was based on the findings of 
these various studies (Fiedler and Chemers, 1974, 
De (19). 

Validation studies reported in 1972, tested and extended the Contin- 
gency Model of leadership effectiveness. The model was strongly supported 
by data collected on field studies suggesting the predictability of 
leadership performance in real life groups (Fiedler, 1971). 

Certainly Fiedler's work seemed to have revealed important rela- 
tionships between leadership style, the favorability of the situation, 
and group performance. For purposes of the present study, a few of 
the concepts developed in this theory were of interest, particularly 


those of leadership style and group atmosphere. These concepts as well 


as certain instruments designed by Fiedler were utilized in this study. 
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Leadership Style 


Leadership style is basically a personality measure which is the 
key variable in the contingency theory. This variable is measured by 
Fiedler's highly validated "Least Preferred Co-worker" (LPC) scale. 

An LPC score is obtained by asking the leader to think of everybody 
with whom he has ever worked and to describe the person with whom 
he would work least well. Each item on a simple bipolar scale was 
scored from one to eight, with eight as the most favorable point on 
the scale. The LPC score was the sum of the item scores. Usually 
a scale of sixteen items was used (See Appendix). 

The scale was shown to have very high internal consistency in the 
range of .90 to .93 on the split-half reliability. This meant that 
the person who described his least preferred co-worker negatively on 
some items also described him negatively on other items. 

The test-retest reliability of LPC measured the consistency of the 
Score over certain periods of time and varied from .30 to .90, well 
within the range of the better personality scales (Fiedler and Chemers, 
1974, ps. 98). 

What does the LPC score measure? The answer to this question has 
lead to various re-interpretations. It had been regarded as a measure 
of social distance (Stogdill, 1974), a measure of task-oriented or 
person oriented motivational systems (Fiedler, 1967), and more re- 
cently a measure of the leaders ability to differentiate in his per- 
ception and evaluation of the interpersonal environment (Mitchell, 


1970; and Foa, Mitchell, and Fiedler, 1971). 
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It now appears that LPC is an index of a motivational 
hierarchy, or of behavioral preferences, implying that 
some goals are more important to the individual than 
others (Fiedler and Chemers, 1974, p. 74). 

Individuals appeared to pursue their more basic goals in un- 
favorable situations in which they felt that they were uncertain or 
threatened. Secondary goals were pursued in favorable situations in 
which they feel that their primary goals were secure. High LPC per- 
sons sought as their primary goal a relation with others while status 
and esteem were secondary. Low LPC persons pursued task achievement 
as their primary goal and as a secondary goal, good working relation- 
ships with group members (Fiedler, 1972). 

Although LPC scores had been correlated with innumerable tests and 
measures, none of which yielded consistent relations (Fiedler and 
Chemers, 1974, p. 99), Mitchell (1970) and Garland (1975) produced 
evidence indicating that LPC was a measure of cognitive complexity. 
High LPC persons were thought to have more complex thought processes 
than low LPC persons. 

The relationship of LPC score to group performance was entirely 
dependent on the favorability of the situation for the leader. The 
low LPC or task-motivated leaders performed best in very favorable 
or very unfavorable situations in terms of their influence and power. 
In contrast, the high LPC or relation-oriented leaders performed best 
in situations in which their power and influence were moderate (Fiedler, 
1967). 

Earlier investigations on sociometrically chosen informal leader- 


members of basketball teams indicated that effective teams in terms of 
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percentage of games won had leaders with a low LPC score. This 
strongly suggested that the successful teams were concerned first 
with performance and second with good interpersonal relationships. 

Other studies done on informal leaders and formally appointed 
leaders indicated that the low LPC leaders were more effective on 
task groups where the leader has considerable power in his group 
(Fiedler, 1960). 

Although no scores for the coaches of the basketball teams were 
used, it could be said that the formal coach because of his ultimate 
authority and influence on the team condoned or promoted certain atti- 
tudes and goals of the team members. His style therefore could be 
related to the values and priorities of team members and informal 
leaders. If this was the case, then the effective basketball coach 
would have a similar motivational style to the informal leader on 
the team so that the major goal of the team could be pursued in rela- 
tive harmony. This would mean that a task-oriented or low LPC coach 
would be most effective. 

Using Fiedler's studies as a point of departure, this study attempts 
to extend Fiedler's work by using the LPC score but also incorporating 


variables such as leader training and leader effectiveness. 


Group Atmosphere 


Defined as the interpersonal relationship between the leader and 
his group members, this variable seemed to be the most important one 


in determining the leaders power and influence over the group (Fiedler 
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and Chemers, 19743 and Fishbein et al,, 1969). 
established as more or less favorable depending on the results of 
Fiedler's group atmosphere scale. 

On one test the member involved was asked whether they accept or 
endorse their leader by a sociometric preference scale. This scale 
was devised for informal leader situations. 

An alternative method for identifying leader-member 
relations is the short ‘Group Atmosphere’ (GA) scale. 
This measure consists of ten eight-point bipolar items 
which can be answered in the span of two or three 
minutes. The leader is simply asked to describe his 


work group on this scale (Fiedler and Chemers, 1974, 
D. O35) 


A summation of the item scores yields a quite reliable 
and meaningful Group Atmosphere score, which indicates 
the degree to which the leader feels accepted by the 
group and relaxed and at ease in his role (Fiedler, 
1962;,..pi-+ 308) « 

Although these perceptions of group atmosphere may be different 
than the actual feelings of the members of the group, the leader be- 
havior will be much more affected by how he thinks his subordinates 
feel about him. 

What relationship, if any, existed between leader-member relations 
and the performance of the group on the task? More specifically, was 
there a relationship between the coach-team member relations and success 
of the team measured by percentage of games won? What kind of leader- 
member relations tend to exist between coaches and their football teams? 

Although used for different purposes than in Fiedler's model, the 
measurement of group atmosphere and it's interpretation were useful in 


providing an opportunity to assess these relationships held to be very 


important in coaching football. 
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An attempt was made to review the pertinent literature in the 
area of leader style and group productivity, and to discuss in 
some detail two instruments used in this study. In the next section, 
two other important variables and their relationship to group pro- 
ductivity are discussed, these are the leader's training and ex- 


perience. 


Leader Training, Experience, and Group Productivity 


What effect did the leader's training and/or experience have on 
his group's ability to accomplish major assigned tasks? Although 
much importance was attached to these factors in terms of leadership 
development, little legitimate scientific evidence was available to 
confirm the positive relationships expected. Stogdill (1974, p.191), 
in his review of the literature, found four studies indicating that 
productivity increased as a result of leader training, however it 
was indicated that controls in these studies were less than adequate. 


Another five studies using control groups demonstrated that leaders 


who had experienced training were less productive than control groups. 
In a final summary statement Stogdill "concluded that the research 


on leadership training is generally inadequate in both design and exe- 


cution'"(1974, p. 199). Other investigators concurred with Stogdill 
on this and reference was made to the lack of objectively evaluated 


leadership training programs, especially in terms of group or organ- 
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izational performance (Fiedler and Chemers, 1974; Dunnett and Campbell, 


1968; and House, 1967). 
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Fiedler and colleagues provided a program of research attempting 
to define these relationships. In a composite analysis of 385 mana- 
gers and supervisors from twelve different sets of groups and organ- 
izations, the relations between years of leader experience and his 
group's performance were analyzed. The median correlation for all 
groups was -0.12 (Fiedler, 1970, p. 10). 

In comparisons of trained and untrained leaders by various re- 
searchers in experimental and field groups, it was demonstrated clearly 
that the amount of training did not improve a man's managerial per- 
formance (Fiedler and Chemers, 1974). 

In an attempt to explain these rather surprising findings a rein- 
terpretation of leadership training and experience within the frame- 
work of the Contingency Model was provided. 

Basing our argument on the Contingency Model, which 
says that the leader's motivational orientation and 
his situation interact to determine his effectiveness, 
we have reconceptualized the psychological meaning 
of training and leadership experience as a way of 
giving the leader a more favorable leadership situa- 
tion, one which gives him more control and influence. 
The effects of an increase in favorableness on per- 
formance will be mediated by the motivational orien- 
tation of the leader (Fiedler and Chemers, 1974, 

pa 137): 

This theory was supported by a host of investigations and helped 
to explain the inconsistent results obtained earlier. Therefore, al- 
though training and experience helped the leader to increase his con- 
trol and influence, the effectiveness of this influence depended on 
the match between leader motivation (LPC) and the situation. 


In later studies predicting that task-relevant training and 


experience made the situation more favorable in the task-structure 
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dimension, test results were in high agreement. Also Chemers and 
his associates (1973) provided results which clearly indicated that 
training had different effects on relationship and task-oriented 
leaders. 

In research done comparing the effects of leadership experience 
and training Csoka's findings supported the Contingency Model explan- 
ation, but he also found that leader intelligence and experience in- 
teract in determining the leader's "expert" power and thus the re- 
lationship between leader motivation and performance. That is, less 
intelligent leaders appear less able to learn from experience (Csoka 
and Fiedler, 1972). 

Once again the limited scientific research in the area and the 
substantial amount of conjecture lead to an investigation of rela- 
tionships between coach training, experience and effectiveness of 
their teams. Training included past and present educational and 
sport experiences which may have contributed to their effectiveness. 
This definition of training differed from previous research reviewed 
in that experiences considered developmental prior to the attainment 
of the head coaching position were included. For example, was there 
any relationship between playing experience and effectiveness? 

The literature reviewed to this point represented an overview 
of general leadership theory and research relevant for this study. 
An examination of the scientific sports literature available provided 


little information on coaching effectiveness. 


24 


-4 . 
f f 4 


dats boseothad eet asi estuesr bak 


~O4 site sie? Bats ‘tawog "toes a" sis as 


ay.) ( ay 
aaol .ef tad _somtenotsg bins rat ives: eadina 8 
stone) soneiregxe mort ts 09, se 
lake “oe 

af9 hos ete “ond at dsvesasr sil ii 


wotvreto ns beansesrgss- salsq eins a ve $ 

-Ybude sis 104 sanweles foros. bas road alten Saxenog Yo | W 

bobivorq sidsikews srpteves il pinaar reat manne nh Pr 
norte Sabine ital iedcamareienad 


25 


Determinants of Coaching Effectiveness 


Few attempts had been made to analyze coaching effectiveness scien- 
tifically nor have they made use of available leadership research theory 
or measures. As a result no plausible composite picture of the factors 
relating to successful coaching was available. 

Several studies used other than team productivity as measures of 
effectiveness. Self ratings by coaches and players on degree of coach 
effectiveness (Percival, 1971), and personality measures of high level 
coaches (Hendry, 1969; and Ogilvie, 1965) were examptes.: Perciyal's 
study demonstrated that the coach rated himself higher on effectiveness 
than his athletes although at the high school level ratings were some- 
what similar. A Coach Self Rating Scale was devised for this study. 
The coach was asked to rate his ability or effectiveness on several 
criteria deemed important to head coaches. He indicated his degree 
of satisfaction on a five point scale (See Appendix), This score was 
correlated with actual effectiveness in terms of team performance. 

In a study of the relationship between perceptual accuracy and 
coaching effectiveness as measured by percentage of games won, Wid- 
mann (1969) found that similar perceptions occurred between the coach 
and players on successful teams. The coaches had three years of ex- 
perience and were considered successful if they won fifty-one percent 
of their games. In another investigation, this time relating leader- 
ship style of amateur hockey coaches as measured by the LPC score and 


win-loss ratio, a significant relationship was demonstrated. Found 
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unrelated to coaching effectiveness were variables of coaching ex- 
perience, playing experience, and observed coaching behaviors (Dan- 
ielson, 1974). 

Both Luschen (1969) and Singer (1975) concurred with Fiedler's 
basic theory which emphasized that the interaction of the leaders 
personality with the situation determined the effectiveness. Myers 
and Fiedler (1966) discussed the application of Fiedler's theory to 
effective leadership in a sport situation. They concluded that the 
specific situation was as important in leadership as the traits and 
skills of leaders and therefore recommended that the favorability of 
the situation be adjusted to the coach and not vice versa. 

Much publicity had been given to the so-called authoritarian 
nature of coaches wherein athletes were treated like machines or 
pawns (Riesman and Denny, 1951; Scott, 1971; Meggyesy, 1971; Shaw, 
1972 and Edwards, 1973). Research studies in this area by Sage (1974) 
and Bain (1973) did not support these charges. In fact, Bain found 
that the coaches group scored lower on authoritarianism than two 
control groups composed of educators and respondents from the general 
male population. Within the coaches group, younger coaches tended to 
score higher on authoritarianism. 

To provide more evidence in this area, Bain's Coach Attitude 
Behavior Scale (CAB) was used in this study. Another relationship 
examined was coach authoritarianism and effectiveness (See Appendix). 

In a large study on the relationship between position played and 


upward mobility to management in baseball, tentative support was given 
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to the prediction that interactional constraints associated with the 
type of position occupied are related significantly to chances for 
obtaining managerial office. Pitchers and outfielders were under- 
represented among the managerial group while catchers, first basemen, 
second basemen, third basemen, and shortstops were overrepresented 
(Grusky, 1963). Football teams also had high interaction versus low 
interaction positions. Was there a relationship between position played 
and upward mobility to coaching in football? These relationships were 
also analyzed in this study to determine if these findings hold in a 


football context. 
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CHAPTER IIT 


METHODS AND PROCEDURES 


Samp le 


Head football coaches from fifty amateur teams representing twelve 
man high school and post high school football in the province of Al- 
berta served as respondents in the study. Each respondent had coached 


at least two years since 1970. 


Data Collection Procedure 

Initially, lists of football coaches were provided by the Alberta 
Amateur Football Coaches Association executive and from the adminis- 
trator of the Calgary Senior High School football league. Individual 
appointments were arranged with all available coaches from the sampling 
lists. 

Testing was done in the form of a structured interview format with 
each interview taking an average of forty-five minutes. The interviewer 


provided any clarifications necessary on questionnaire items. 


Questionnaire 


The questionnaire (See Appendix) provided data on 114 yariables. classi- 
fied as personal data, training data, experience data, effectiveness 
data, coaching style data, and coach-team relations data. All personal 
and background information was recorded by the researcher in a struc- 
tured interview. Other items, including the various scales were com- 


pleted by the respondents on the questionnaire. All scale items were 
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introduced on the questionnaire by detailed instructions. 

Personal data such as age, marital status, number of dependents 
and religious denomination, were recorded for descriptive purposes. 

Any experiences considered developmental for coaching purposes 
were classified as training data. These included academic background, 
teaching experience, coaching sports other than football, football 
playing experience, football assistant coaching experience, time spent 
on coaching football, and methods used to improve football coaching 
ability. For the purposes of analysis, most of the data was left in 
it's raw form. Time spent in coaching during mid-season was recorded 
in actual hours initially, but compressed into three categories for 
ease of analysis. The time spans used corresponded to less than average, 
average, and more than average number of hours spent per week on the 
field practicing or in preparation time. From six to nine hours was 
thought to be an average amount of time spent for either practices 
or preparation. 

On the job training was measured by a Coach Improvement Index Scale 
developed by Dr. M.F. Smith, Faculty of Physical Education, University 
of Alberta. In an attempt to exhaust the ways in which a coach actually 
could improve, thirty-four possibilities were listed plus an open- 
ended question to account for any alternative means. The coach was 
asked to indicate how helpful each method was on a five point scale 
(see Appendix). It was made clear to each respondent that they should 


indicate what had actually helped them improve, not what they thought 
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should help or might help. Because of the exploratory nature of bie 
scale, a variety of possible relationships were examined. 

Coaching effectiveness data was recorded as percentage of games 
won in league play and the number of championship teams coached. Per- 
centage of games won was further divided into less successful, average 
success, and most successful coaches. Coaches who said their teams won 
between sixty and 75 per cent of their games were considered average 
in success in this sample. 

In addition to the previously mentioned measures of coach effective- 
ness, a coaches self rating scale on effectiveness was developed which 
examined task-oriented or conversely social-emotional oriented responsi- 
bilities of the head coach. Individual items and grouped scores were 
used for measurement purposes. 

Measurements of coach motivation or style were obtained through the 
respondent's completion of the Least Preferred Coworker (LPC) and Coach 
Attitude Behavior (CAB) scales. The LPC score, was a key variable in 
this study as it was related to the coaching effectiveness variables. 

The CAB scale was developed by Bain "to measure the relative amount 
of authoritarian attitude and behavior of coaches as it pertains to 
athletic coaching situations" (Bain, 1973, p. 59). 

The scale is composed of 25 statements all expressing a positive 
authoritarian attitude or behavior. The respondent indicates his agree- 
ment or disagreement with the statement on a six point scale ranging 


from "I agree very much" to "I disagree very much". Scores were to- 
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talled to form an authoritarian index. 

Information on coach-team relations was collected through the 
use of the group atmosphere (GA) scale devised by Fiedler. All 
respondents were asked to rate the atmosphere of the teams they had 
coached over the past two years on a bi-polar eight point scale in- 
volving a total of ten items. Final scores were tabulated to form 
a group atmosphere index. Individual and grouped scores were used. 
The grouped scores were an indication of extremely favorable versus 


less favorable leader-member relations. 


Statistical Treatment 

A descriptive analysis of all variables was provided through the 

calculation of frequency distribution, means, and standard deviations. 

On the basis of the existing literature in the area, several hy- 

potheses were posed. These hypotheses are listed below along with the 
proposed statistical treatment of each of the relationships. Pearson 
Product Moment Correlation Coefficients were computed to test many of 
the relationships. Probabilities were computed and significance was 
accepted at the .05 level of significance. 

1. There are no relationships between various measures of coach 
effectiveness and coach training, coach experience, coach 
leadership style, and coach-team member relations. 

Pearson Product Moment Correlation Coefficients were com- 
puted between all measures of coach effectiveness and other 
listed variables. In addition, a further analysis of most 


successful, average success, and least successful coaches 
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was proposed. These levels of coaching success were used 
to break down other variables into mean values. These 
mean values were analyzed by a one way analysis of vari- 
ance with significance accepted at the .05 level. 

There is no relationship between coach motivational style 
(LPC) and other variables including time spent on coaching, 
coach self-rating of effectiveness, and methods used to 
improve coaching. 

To test the relationships, Pearson Product Moment Corre- 
lation Coefficients were computed. 

There is no relationship between coach authoritarianism 
(CAB) and coach effectiveness, coach leadership style (LPC), 
age, teaching experience, head coaching experience, and 
total football coaching experience. 

Again these relationships were tested using the Pearson 


Product Moment statistical technique. 
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CHAPTER IV 


RESULTS AND DISCUSSION 


The Sample 


Prior to examining the specific relationships being investigated, 
a descriptive analysis of the sample will be presented. 

The mean age of the respondents was 34.140 with a range of twenty- 
one years from 26 to 47. Of the 50 coaches included in the study, 
48 were married with 39 Ravine one or more children. 

Physical education was a major area of interest within the sample 
as thirty-six of the respondents held undergraduate physical education 
degree, and 47 respondents had taught physical education in schools 
for an average of 8.58 years. All fifty of the respondents had been 
teaching in various educational institutions for an average of 9.620 
years. 

Amateur football in Alberta above the beginning level is operated al- 
most exclusively by educational institutions. Therefore it is to be expected 
that most of the coaches would be teachers, probably with a major inter- 
est or background in physical education. For purposes of this Meee tte 
gation, it should be noted that the sample being dealt withis 
quite homogeneous with respect to academic background and occupation. 

Forty-six of the coaches had football playing experience averaging 
6.78 years with a mean of 3.28 years of experience above the high school 
level. 

Of interest was the possible relationship between position played 


and upward mobility into a coaching role as has been investigated by 
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Grusky (1963) with baseball managers. Of the 46 coaches with playing 
experience, 31 of them played offensive positions primarily. A 
further examination of individual positions played using a weighted 
rating showed that coaches who had played quarterback, running back, 
and offensive end were over represented in this group, while coaches 
who had played offensive tackle, defensive line, offensive centre, 
and wide receiver were under represented. 

Positions involving multiple skills including opportunities for 
having possession of the football were overrepresented. These are 
the "glory" positions of amateur football most often producing the 
team's scoring leader. These players are normally among the best 
athletes on the team because they are required to perform a number of 
skills such as blocking, pass receiving, and running with the ball. 
Because of their maximum involvement both physically and mentally, 
it could be that they develop a more complete understanding of the 
game than those playing more isolated and less demanding positions. 

In contrast, commonalities among coaches who had played positions 
under-represented in this study were not as clearly defined although 
these positions do require fewer skills with very little opportunity 
for ball carrying. All positions, except one, were line positions 
most of which were assigned to the less athletic type. The wide 
receiver in amateur football plays an isolated position by design 
and is used sparingly on most teams. Certainly playing these posi- 
tions was less demanding mentally, and therefore would not provide a 


comparable opportunity for developing a general knowledge of the 
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game. 
Therefore, it appears that there may be some relationship between 
position played in football and mobility to a head coaching position. 
Of the 46 coaches who had played football, 30 held the position 
of captain of the team at least once while 35 had received at least 
one individual award as a player. Therefore there was a slight re- 
lationship between personal recognition and becoming a head coach. 
In regard to their team's success while playing, 34 of the respon- 
dents indicated they played on teams winning more than one-half 
of their games whereas only five played on teams. winning less than half. 
Being a member of at least one championship team was experienced by 
37 coaches. Once again it appears that successful experiences as a 
player are somewhat related to attaining a head coach position. 
The position of assistant football coach was considered part of 
the training data. Thirty-nine of the respondents had been an assis- 
tant coach, however 29 coaches were assistants for less than three 
years. Neither personal achievement nor team success seemed related 
in anyway to attaining the head coach position as only one coach 
received a personal award, only 28 assisted on teams winning more 
than half of their games, and just 19 were assistant coaches involved 
with championship teams. 
It appears that assistant coaching experience is not related by 
participation or success to mobility to a head coaching position. 
What are the reasons for this? Part of the explanation for the lack 


of assistant coaching experience in general could be explained by 
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analyzing the ways a head coaching position is attained in high school. 
Junior high school teams are often headed by new staff members just 
out of college, therefore there has been little or no opportunity for him 
to haye:been an assistant, If the new-staff member. has: considerable playing 
experience, he may assist for one year with the senior team, or on 
occasion may even become the head senior coach immediately. Certainly, 
if he exhibits great enthusiasm for the game or desires to be a head 
coach, his chances of attaining the position rather quickly are great. 
Once again limited assistant coaching experience is required. 

An explanation for the limited amount of personal or team success 
as an assistant coach in comparison with their football playing exper- 
ience is partially explained by the fact that there are few personal 
awards given to assistant coaches. If there are any awards for coaching, 
they usually go to head coaches of successful teams. Assistant coaches 
of successful teams often remain as assistant coaches and are happy 
to do so. Indeed, successful coaching units often stay together for 
many years. Conversely, more changes in coaching staffs occur in less 
successful situations. Therefore, an assistant coach in a school whose 
teams have been less successful is more likely to be given the head 
coaching opportunity. This provides partial explanation for the lack 
of relationship between assistant coaching success and upward mobility 
to head coach. 

Data on the assigned responsibilities as an assistant coach with 
the team was collected. There was no relationship between a system 


coached (offense, defense, both) or general area coached (backs, line, 
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both) and achieving a head coaching position. 

Within the sample, 48 coaches had coached an average of 3.58 other 
sports for a mean of 16.36 coaching experiences. At least one cham- 
pionship team had been coached by 34 of the respondents, with a mean of 
2.98 championships. These results are not surprising considering the 
number of physical education teachers involved in the study. In addi- 
tion, many of these coaching experiences have taken place during the 
respondent's head coaching tenure, therefore they are not related to 
becoming a head football coach, but could possibly be related to coach- 
ing improvement or success. 

Data on experience and effectiveness as a head coach were obtained 
from each respondent. The average number of years of experience was 
6.1, with a range of two to fourteen years indicated. 

Individual coaching awards had been received by 13 of the coaches. 
Team success, a key variable in this study, was provided as win-loss 
data initially then converted to percentage of wins. Of the 50 coaches, 
seven indicated coaching records of less than 55 per cent wins. The 
median was 64.320 per cent and the range from 12 per cent to ninety- 
one per cent. For comparison purposes three success levels of coaches 
were established. Thirteen coach's teams won 75 per cent or more of 
their games, fifteen coach's teams won less than sixty per cent of 
their games, and the remaining 22 coached teams winning between 60 and 
75 per cent. 

Thirty-two of the respondents had coached at least one league cham- 


pionship team. Generally speaking, this sample was quite effective, 
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if winning 51 per cent of league games is considered successful. One 
possible reason for this high rate of success is that, as explained 
earlier, few coaches remain in coaching if their teams are consist- 
ently unsuccessful. Indeed, some coaches may leave when their teams 
are successful on a percentage basis, but fail to win championships. 
Therefore it would appear that the kind of football coach that tends 
e remain coaching is the one whose teams are usually competitive and 
occasionally challenge for the championship. 

On the practice field, twenty-seven of the respondents coached 
the offense, three coached the defense, and twenty coached both. In 
regards to positions coached, twenty-five were back coaches, nine were 
line coaches, and sixteen coached both. Therefore the majority of the 
coaches were coaching the offensive system and backfielders in practice. 
Of course, this is to be expected because of their own playing exper- 
ience. In addition, because of the coordinated effort required and 
great number of plays involved, more practice time was usually pro- 
vided for offensive practice. Hence, the head coach often accepted 
the responsibility for planning and organizing the offense, 

Of the fifty coaches interviewed, nine did not coach the previous 
year. Six respondents indicated that time was the key factor in their 
decision, two reported that their priorities had changed, and one had 
been transferred to a school where there was already a head coach. 
Four of these coaches remained in contact with football last year, 
three of them as an assistant coach, and one as an official. 

Information on time spent per week during the football season was 


obtained from each coach. In hours of actual practice time, twenty 


“nO iv} aeesous  onstitiace Br Bite 1g) 
~detanos sis apesd sds re antiiowos * “he BaBT 
nga thes nate avsel con. narian’s Sasa olt £89i al ..fwTeesooue, 
- eqkdanotqmads ake os List hia. sted, agegneddag © no Bei 92 
ehriss Jada rsnao apse os 16° batsl “ei “ao 2 
ov 4 7 
bas svist3eqmos eLisue S16. ahe9y Seoil wis 9 a 
-girenotqweds srt” ‘eh ‘ager, 

' bedsBo0 ainsbangess sat to phlei car rab bio worse 
‘I .tited berosos vnews baa ,seneteb er3 bertoapp sox a 


sraw snin ae parr sisw ovit—yameit grnaente 


PAV) PTE 


odd to yitrofem asi grotsreiT .Agod badonos avoante 


eet s 2 ey 5 


.anksbarg al exssbletisiosd bos mateye ovteastio ails ata onee 
“togxe gaityelg nwo aes to oenesed beaaeqxs ad 64 a et 


7% ae = he Af ates 4 te yes 


bas berlopes inuttie besentbso0s bia do suvnged « eigen ier ‘ ie 


“ong xitaany aw fis sotiowsa sam 5 aes ass 2 

besgnoae astito donop bred afd « 0 ssobtosyg ad woe) 02. hebty a 

_samstto 93 ants asgro bas gotonsl¢ 102 eaiLtdtanogues, sity a 

auolverg siz fins0D Jon bib ere pawiniyredtad eedance yotit sid 20 saat - 

atadt ot 203983 vod etd saw ants saxis Anne Fh speheenem ele 199%, : oy 

bed sno bea .bsgasds bad sstilsoing be aed3 besreqet ows mehaioaal 

- .toeo baer 8 voneris aw azar pare Leodos & oF baztstanex3 fant za a : 

< 80 saal Iiadscot Mate 3983909 al baolamst warts ‘saadz 20 w008 or 
tefoitto me ae sto bas ,dose9 jassetees me us maria 20 gonts. 4 

fesiny aaw noBsse 1fadgoo8 ora mak doaw bia hae omky nO fot semx6lnd , el 


yiaows is Geteeae tsuson Yo azuod af Wags dose moxd. baadesdo Lh § 


or 

é ¥ “ - . €- 

») si a 

i ' fs 

1 : ; ; 5 — i 


39 


coaches practiced more than nine hours, twenty-seven practiced between 
six and nine hours, and one coach practiced less than six hours. In 
hours of other than practice time, four coaches reported spending more 
than 30 hours, twelve coaches indicated they spent from fifteen to 
thirty hours, twenty-five spent from 8 to 15 hours, and nine reported 
spending less than nine hours. 

The average number of practice time hours was 8.82 with the 17.64 
hours on the average,spent out of practice. Therefore the combined 
means indicate that on the average time spent on football during the 
season was 26.46 hours per week. 

The coaches self rating scale indicated coach perception of his 
effectiveness on several criteria (see Appendix). Generally coaches 
saw themselves most efficient in maintaining coaching staff harmony, 
and least effective during actual games involving their team. It is 
interesting to note the perceived lack of effectiveness during games. 
Football, because of the huddle break between plays, involves a great 
amount of planning and instant decision making during the actual game, 
The emphasis on quick and proper decisions is greater in close games. 
The ability of the coach to make these decisions quickly and wisely 
is probably related to actual practice in making these decisions. This 
practice can occur by trial and error during actual games or be a 
planned part of team practices or meetings. Perhaps not enough attention 
has been given to this important coaching skill. 

Individual item scores of the coach self rating scale were grouped 
three ways to provide a task-oriented index, a social-emotional oriented 


index, and a total score index. These coaches saw themselves slightly 
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more effective on social-emotional oriented skills than on task-ori- 
ented skills with the range of perceptions being greater on social- 
emotional oriented skills. The total score index had a mean of 21.060 
which indicated an average assessment by coaches of "satisfied" on all 
effectiveness criteria. The range,however,was from thirteen (very 
satisfied) to forty-one (dissatisfied) indicating a wide variance of 
perceived effectiveness among coaches. 

The coach improvement scale (see Appendix) was also analyzed by 
individual score items and grouped scores. Of the individual score 
items, the two methods of improvement assessed by coaches generally as 
being the most helpful were “experience gained during our games" and 
"just thinking about football, my team, and how to improve what I'm 
doing."" In contrast the items thought as being least helpful were 
"watching football shows on T.V. other than games","reading books on 
general psychology", and "reading magazines or periodicals about sport 
in general, including football". The mean score per item among the 
coaches was 3.15 or a "helps to some degree" average rating. The range 
of scores was quite diverse (67.144) indicating an average response 
of "very helpful" to "little help" on all items. That is, some coaches 
felt that almost all methods helped them improve, while others felt 
that very few items, if any, helped them improve. 

By grouping individual coach improvement items according to simi- 
larity of method used to improve a further general analysis was attempted. 

These groupings included emphasis on talking, watching, reading, 


research, psychology, "own team", television, and "professional or 
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American college football". 

Rated similarly and in the lowest category in terms of help, were 
groupings emphasizing television and professional or American college 
football. Conversely, one method noted above all others as being most 
helpful was the “own team" grouping. This grouping involved six items, 
three of which were improvements gained while actually observing the 
team in action. The other three were improvements involving talking 
with the team's coaches or players, or just thinking about the team. 
This emphasis on improvements brought about by his own team is not 
surprising. Due to the complexity of the game, the number of team 
members and coaches involved, the short but intense season, and the 
flexibility allowed each coach in terms of skills and systems to teach, 
it is understandable that coaches learn most by their extreme involve- 
ment with their own team. 

All respondents were given an opportunity to describe any methods 
used for improvement not included in the scale. Forty of the coaches 
could not think of any other methods used by them, while ten coaches 
provided additional items. These included: guest coaching at a 
Canadian Football League training camp; experience gained as a police 
officer dealing with people in emotional situations; talking with 
parents, teachers, or other students about our players; emulation of 
significant others whether they are coaches or not; and thinking about 
experiences or coaches they had as a player. These comments not only 


provided a more complete understanding of the sample in terms of methods 
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used to improve coaching, but should be incorporated in this scale for 
future studies of this nature. 

The Least Preferred Coworker (LPC) Scale developed by Fiedler was 
used as a measure of leadership style in this study. In terms of 
average item scores, the mean for this sample was 4.06, which was 
within the range of 3.19 to 4.13 expected (Fiedler, 1967, p. 44). 
However, the range of average individual item scores was higher than 
expected, that is, from 1.75 to 7.06. Four of the respondents scored 
very high in comparison with most other samples. When the coaches 
were grouped according to low and high LPC scores as suggested by 
Fiedler (1967, p. 44), only three fell into the low LPC category, 
while 28 coaches were considered to have high LPC scores. Another 
nineteen coaches had scores in the mid-range area. 

As indicated earlier, the low LPC score indicates the degree to 
which an individual is ready to reject completely those with which 
he cannot work. 

A highly rejecting description indicates a very strong 

emotional reaction and not merely the calm and reasoned 

judgment of a detached observer. A more positive score 

indicates a willingness to perceive even the worst 

co-worker as having some reasonably positive attri- 

butes and again reflects more than a simple objective 

judgment. The high LPC person who sees both good 

and bad points in his least preferred coworker takes 

a much more analytical point of view which suggests 

a greater concern with knowing even those with whom 

he cannot work (Fiedler and Chemers, 1974, p.74). 
This sample group of educator football coaches tended to have higher 


LPC scores than other sample groups studied. The fact that they are 


school teachers and coaches would seem to provide some explanation for 
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the higher scores considering the characteristics of high LPC persons 
delineated above. Certainly it could be said that most people inter- 
ested in teaching and coaching look forward to a career which allows 
abundant opportunity for relating with other people in addition to 
the technical requirements of the job. Therefore, it would seem log- 
ical that those people entering the field of teaching and coaching 
may be human relations oriented and therefore view their least pre- 
ferred co-worker more positively. 

Another interpretation of the higher LPC scores obtained here 
could be that because of their teaching and coaching experience, the 
respondents' judgment of people has become more positive, therefore 
their leadership style has changed to being more person-oriented. 
However as indicated earlier, Fiedler found the LPC score to be stable 
over time, therefore the previous explanation seems more plausible at 
this time. 

Each respondent provided data on coach-team relations by completing 
the Group Atmosphere (GA) Scale. Their scores were interpreted as the 
degree to which each coach felt accepted by his team, thereby allowing 
him to function at ease in his role as leader (Fiedler, 1967). Posthuma 
(1970) analyzed the GA scores for 2,415 subjects and found the median 
score for real-life groups to be 64.9 on an eighty point scale, The 
sample used for this study had a mean score of 68.4 with a range from 
forty-one to eighty, slightly higher than expected. 

Although not significantly higher, the trend of the GA scores in 


this direction might be explained in terms of the respondents' voca- 
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tions, that of school teachers and football coaches. If we could 
assume that these individuals are aware of their human relations role, 
then it may also be true that they will work hard at fulfilling this 
role. If this is the case, then we could expect that teachers or 
coaches would take pride in establishing a good relationship with 
their class or team. Thus, slightly higher scores on the GA scale 
would be expected, in lieu of their expectation to establish a posi- 
tive relationship with their group. 

Another factor that could affect coach-team relations in football 
are the great demands physically, mentally and emotionally placed on 
coaches and players during the season. Because of these pressures, 
and the high amount of interaction that takes place within a football 
team over a relatively short period of time, personal relationships 
and team unity may develop more quickly than in most groups. As a 
result, more opportunities for developing better relationships with 
the team are provided for the coach. Perhaps these factors contribute 
to the slightly higher GA scores for this sample. 

Another measure of coaching style or attitude included in the study 
was the respondent's score on the Coach Attitude Behavior (CAB) Scale 
developed by Bain (1973) "based upon examples of what has been termed 
"Authoritarian' coaching behavior and attitudes" (p. 80). Total 
scores were computed with negative or positive totals indicating the 
degree of agreement or disagreement with items positively stating an 
authoritarian attitude. The mean score of -15 indicated a general but 


slight disagreement by football coaches, indicating a slightly non- 
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authoritarian attitude or behavior. The range of scores from -55 or 
"on the whole disagreement" with the statements, and +30 or "slight 
agreement" with the statements, included forty coaches with negative 
scores, two coaches with scores of zero, and eight coaches with posi- 
tive scores. These findings appear to be consistent with Bain's 
(1974), which indicated that coaches were less authoritarian than two 
sample groups including educators and members of the general male 
population. Certainly it could be stated that football coaches as a 
group tended not to be authoritarian as measured by this scale. 

These investigations provide scientific evidence that would indi- 
cate coaches in general, particularly football coaches in this study, 
have been somewhat incorrectly labelled as authoritarian figures. An 
important consideration here is that most of the sports literature 
critical of authoritarian coaches was not scientifically analyzed and 
further was based on professional or college situations in the United 
States. These are factors that would make it illogical to assume that 
Alberta amateur football coaches are similar to those criticized in 
the literature. 

The greatest difference in these coaching situations, discount- 
ing any societal differences, is the financial factor. It would be 
difficult to measure the effect on all aspects of the sport, that 
scholarships and huge salaries cause. Certainly an exaggerated em- 
phasis on winning and coach insecurity seem to be two effects of this 
situation. In addition, the trememdous stress and pressure associated 


with this coaching situation cannot help but affect the attitudes and 
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behayiors of the coaches inyolyed, Therefore it could be expected 
that extreme actions or behaviors such as those described in the 
literature may occur at times. These probably have been caused by 
the pressures surrounding the situation, as much as being an inher- 
ent characteristic of the coach. 

Undoubtedly the coaches studied here do not have these same 
pressures. Perhaps this puts them in a easier position to keep their 
role in perspective and thus take more advantage of the contributions 
that assistant coaches and players can make. If these contributions 
are well coordinated, this approach may not only result in good per- 
formance on the field, but could lead to a harmonious team atmosphere. 
The increased interest by athletes in developing a better understanding 
of their sports and in protecting their own welfare seems to provide 
further support for a generally non-authoritarian approach. Of course, 
the coach's personality structure, his experience in coaching, and 
his general level of confidence in his own and other's abilities will 
determine the degree to which he might use this approach. However 
the only real pressuresto be successful will be those imposed inter- 


nally by the team or the coach himself. 


Coaching Effectiveness Correlates 


Two measures of coaching effectiveness including percentage of 
league games won and number of league championships won were related 
to the various determinants of coach training; namely coach experience, 
coach leadership style, coach-team member relations, and coaches per- 


ceived effectiveness. It was assumed that these two effectiveness 
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measures were highly related because of the tendency of teams winning 
most of their games to win the league championship also. However, as 
most leagues have a playoff structure involving the top teams in the 
league, then the opportunity exists for teams with a lower percentage 
of league wins in any one year to win the championship. Conceptually, 
most coaches would rate having their team win the league championship 
higher than having their team achieve the highest percentage of wins 
but lose the championship. Perhaps there may be subtle but signifi- 
cant differences between the coaches of these teams that can be 
measured. 

In relating both measures of effectiveness to all possible varia- 
bles, Pearson Product Moment Correlation Coefficients were computed. 
Coach effectiveness using either measure was not significantly related 
to coach training as measured by total years of teaching, years of 
teaching physical education, years of football playing experience, 
years of assistant coaching in football, seasons of coaching other 
sports, hours spent on the practice field, and most measures of coach 
improvement. 

Two relationships tested significantly for each of the effective- 


ness measures as shown in Table I, however,they were different vari- 
ables for each. 

None of the experiences prior to becoming a head coach were re- 
lated to coaching effectiveness in terms of percentage of games won. 


Two tests with the Coach Improvement Scale were accepted at the .05 
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level of significance, These were negative relationships with the 
correlations being quite low. The negative relationships indicate 
that the lower the score on the Coach Improvement Scale, the 

greater the degree to which the coach uses the improvement method. 
The relationships were established with the total score on the 
scale, and the index from the scale emphasizing the use of research 
materials to improve coaching methods. Thus there were somewhat 
positive relationships established between coaching effectiveness as 
measured by percentage of games won and general use of coaching 


improvement methods, also the specific use of research information. 


TABLE 1 


PEARSON PRODUCT MOMENT CORRELATION COEFFICIENTS 
BETWEEN MEASURES OF COACHING EFFECTIVENESS AND TRAINING 


* 
Percentage of Games Won *Coach Improvement Scale (Total Score) -.2356 

Percentage of Games Won *Coach Improvement Scale (Research f 
Index) -.2091 

Championships Won *Years Playing Experience 5 
Beyond H.S. =~ 2001 

Championships Won *Preparation Time in 2 
Hours per week -. 3546 


* 
Significant at the .05 level 


xk 
Significant at the .01 level 


It certainly seems logical that the more effective coaches would be 
making more efforts to improve generally. Although the use of research 


information is more difficult to interpret, it is suggested that this 
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method of improvement may be used by more experienced coaches than 
less experienced coaches who have little time to read research with 
having to contend with their first year of teaching and coaching. 
In addition, the more experienced coach is more likely to have ob- 
tained an extra degree over the years thus acquainting himself with 
the research material. This explanation is only possible because 
of the positive relationships found between coaching experience and 
effectiveness in this study. 

The significant relationships found between success as measured 
by number of league championships won were those correlated with 
years playing experience beyond high school and preparation time in 
hours per week, the last of these being the most significant of all 
the training criteria. The interpretation of these findings becomes 
difficult when attempting to differentiate between the two measures 
of effectiveness used. Why weren't similar relationships discovered 
between these variables and effectiveness as measured by percentage 
of games won? It would appear that higher level playing experience 
and more preparation time are related only to winning championships. 
Although the level of significance in regards to preparation time 
may be not as high as indicated because of the conversion of straight 
hours into four periods of time spent, it was felt that some relation- 
ships existed but their interpretation should be treated with caution. 

The few slight relationships found here would tend to support 
Fiedler's interpretation of leader training and effectiveness. That 


is, leader training affects the favorability of the situation for the 
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leader rather than his effectiveness. Then, depending on the leader 
motivational style, he will be more or less effective (Fiedler and 
Chemers, 1974). Some coaches, therefore, would show greater effect- 
iveness with training while others may be even less effective. This 
study has extended Fiedler's definition of training to include tech- 
nical and associated leadership experiences like football playing 
and teaching. Basically, the results have been insignificant and 
thus consistent with those expected with any training experience. 
Data on years of coaching experience was correlated with both 
measures of effectiveness with somewhat positively related results 


as shown in Table II. 


TABLE II 


PEARSON PRODUCT MOMENT CORRELATION COEFFICIENTS BETWEEN 
MEASURES OF COACHING EFFECTIVENESS AND EXPERIENCE 


x 
Percentage of Games Won *Years of Coaching Experience 2848 

* 
Championships Won *Years of Coaching Experience 3435 


* 
Significant at the .05 level 


x 
Significant. at the,.01, level 


The positive relationships shown here using both measures of effectiveness 
appear to provide some support for the coach being increasingly effective 
with more experience. It would be expected, however, that in regards to 
championships won, the longer the tenure in coaching, the more champion- 


ship possibilities. Certainly this is true, and likely explains the high 
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level of significance indicated. Nevertheless, it was felt that some. 
support for the relationship between experience and effectiveness 
was shown. 

These relationships though not highly significant are in contrast 

to the research results found by Fiedler. Similar to his tests re- 
garding training, his findings on the relationship between experience 
and effectiveness were also insignificant. The same reasoning in terms 
of relating training to Fiedler's contingency model applies here. 
That is, no consistent relationship should be shown between experience 
and effectiveness. Because of the low level of significance it was 
felt that situational factors such as player personnel and effect of 
assistant coaches were contributing factors also. However,due to the 
complex technical aspects of the game it usually takes a coach several 
Seasons to develop the kind of understanding where he is able to handle 
these and other important social-emotional aspects of coaching as well. 
Perhaps the ability of the football coach as a leader can not be fully 
evaluated until he has acquired the necessary technical knowledge of 
the game. Then he may give his attention to the many important aspects 
of the coaching role. If this is the case then coaching experience 
would be related to effectiveness in that a certain amount of experience 
is needed to truly ‘'coach" the team. After this experience has been 
gained then perhaps the coach's intelligence or cognitive complexity 
may determine his ability to take advantage of further experience, as 
reported in recent literature (Csoka, 1972; and Garland, 1975), 

Pearson Product Moment Correlation Coefficients were used to com- 


pute the relationship between the two measures of leader effectiveness 
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and two measures of leadership style obtained in this study, those 
of leader motivational style as measured by the LPC scale and coach 
authoritarianism measured by the CAB scale. There were no relation- 
ships approaching significance. 

With regards to correlations with the LPC score, relationships were 
not expected because of the uncontrolled situation favorability as 
defined by Fiedler (1967). Once defined, individuals with low LPC 
scores tend to be most effective in situations of extremely favorable 
or unfavorable situations, while individuals with high LPC scores would 
be most successful in situations of medium favorability. In the 
only reported study on coaches of sports teams, Danielson (1974), 
using limited controls on the situation favorability, found signifi- 
cant relationships between LPC and team effectiveness. However his 
findings were contrary to Fiedler's in that the individuals with low 
LPC scores were most effective in situations of medium favorability 
and vice versa. 

Authoritarian coach attitude or behavior as measured by the CAB 
scale was found unrelated to coach effectiveness. There certainly was 
no reason to expect a relationship, but because of the lack of actual 
research done on coaches of football teams in this regard, a measurement 
was taken. Further investigation of the CAB scale is necessary to 
determine it's relationship to coaching effectiveness. 

The measurements of effectiveness were correlated using the same 
technique with coaches scores on coach-team relation as measured by. 


the Group Atmosphere Scale (See Table III). 
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TABLE III 


PEARSON PRODUCT MOMENT CORRELATION COEFFICIENTS 
BETWEEN MEASURES OF COACHING EFFECTIVENESS 
AND COACH-TEAM RELATIONS 


*&* 
Percentage of Games Won *Coach-Team Relations are M gle 


* 
Championships Won *Coach-Team Relations - 2386 


Significant at the .05 level 


* 
Significant at the .01 level 


Considering that the percentage of games won is probably the most 
accurate measurement of effectiveness, it is interesting to note the 
higher level of significance recorded in comparison with other relation- 
ships measured to this point. It was decided to apply a stronger test 
to validate these findings. A standard one-way analysis of variance 
was used to test the relationship between means on GA scores when coaches 
were divided into three groups depending on percentage of games won. 


The results indicated a significant difference between means of .028 as 


indicated in Table IV. 


TABLE IV 


ONE-WAY ANALYSIS OF VARIANCE BETWEEN MEANS OF 
GA SCORES AND COACHING EFFECTIVENESS LEVELS 


Source D.F. Seas M.S. F Ratio 
Between Groups 2 386.5625 L9Se28h3 S,o2) * 
Within Groups 47 2373.5000 50.5000 

Total 49 2760.0625 


SO ee BM Be ee ee pe ee ee ee eee 
* Significant at .05 level 
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The Duncan Multiple Range Test was used to determine the signi- 


ficance of the differences between means as shown in Table V. 


TABLE V 


DUNCAN MULTIPLE RANGE TEST TO DIFFERENTIATE 
MEANS OF GA SCORES 


Subset 1 

Group Mean Group 3 = 64.533 Group 2 - 69.000 
Subset 2 

Group Mean Group 2 - 69.000 Group 1 - 71.8461 


It was found that means involving the most effective coaches and the 
least effective coaches were statistically different from one another. 
As a result of these tests, it could be stated that there is a 

definite relationship between coaches' scores on the GA Scale and 
effectiveness as measured by percentage of games won. In fact, more 
effective coaches scored significantly higher than less effective 
coaches. 

The interpretation of these results should be made in light of 
attempts to understand what the GA Scale measures. The coach rated the 
degree to which the atmosphere of his team was positive or negative 
in past years of coaching. This was an indication of leader-member 
relations which was an important variable in determining the favor- 
ability of the situation for the leader (Fiedler, 1967). In this 


study coaches who scored highest also had the most successful teams. 
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They felt very positively about the relationships that existed on 
their teams. Perhaps because their teams have been accomplishing 
their primary goal of winning, the coaches perceived all things 
going well within the team. This would clearly indicate the over- 
all importance of winning in the eyes of these coaches. 

But, what part does the coach play in affecting coach-team rela- 
tions? Is it not possible that the more effective coach would pro- 
mote better coach-team relations resulting in improved team performance? 
It is suggested that both of these views provide part of the explan- 
ation for the positive relationships cited. 

Correlations between scores on the coach's self-rating of effect- 
iveness scale and both measures of actual effectiveness were computed 
using the Pearson Product Moment technique. There were no signifi- 
cant correlations relating to technical knowledge of the game, teaching 
ability, organizational ability, interpersonal relations with team 
members, ability to select and position personnel, effectiveness in 
terms of team morale, effectiveness in utilizing the talents of assis- 
tant coaches, and effectiveness in terms of several individual task- 
oriented items. Significant negative relationships are reported in 
Table VI indicating that greater effectiveness is related to perceived 
higher ability on the criteria included. It is interesting to note 
that once again percentage of games won seemed to be the more defini- 
tive measurement, although only two tests reached other than a very 
cautionary significance level in terms of attempting to interpret 


the findings. 
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TABLE VI 


PEARSON PRODUCT MOMENT CORRELATION COEFFICIENTS BETWEEN 
MEASURES OF COACHING EFFECTIVENESS AND THE COACH'S 
SELF RATING OF EFFECTIVENESS 


k* 
Percentage of Games Won *Motivational Ability -.4087 
* 
Percentage of Games Won *Game Efficiency -.2566 
Percentage of Games Won *Making Football En- * 
joyable -.2442 
Percentage of Games Won *Social-Emotional ey 
Index ae So 
* 
Percentage of Games Won *Total Score Index 2930 


* 
Significant at .05 level 


* 
Significant at .01 level 


Positive self-rated ability appeared. to somewhat relate to actual 
effectiveness in terms of game efficiency, making football an enjoyable 
experience for the players, and general rating on all items listed. 
More likely relationships were established with motivational ability 
and general ability in the social-emotional area. It appears that 
coaches who perceive themselves as doing a good job in the area of 
motivation and other general social-emotional criteria are actually 
more effective coaches. Once again the opposite may be true, that 
is, being successful may have caused the coach to feel he is doing 
a good job in these areas. However, many of the scale items were 
found unrelated to effectiveness. Therefore winning was not an in- 
dication of doing well in all aspects of coaching. As a result the 


first of these explanations may be more plausible. 
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The relatively high level BE significance of the social-emotional 
index prompted a further one-way analysis of variance test to be ad- 
ministered comparing means on the index with levels of coaching success. 
Although not significant at the .05 level of significance, a .064 
level was achieved and is reported here as being worthy of note. 

Therefore it could be said that there is a positive trend between 
a coach's self-rating of effectiveness on social-emotional responsi- 
bilities (motivation, coach-team member relations, providing an 
enjoyable experience, team morale, and coaching staff harmony), and 
actual team performance. 

Although there are obviously several situational factors uncon- 
trolled in this study as is indicated by the generally low level of 
significance shown for most of the relationships, a few interesting 
probabilities have been cited. A summary of the findings in response 
to the major hypotheses of this study are as follows: 

1. There were no highly significant relationships demon- 

strated between measures of coach effectiveness and 
various coach-training variables. The most promising 
indicator was amount of coach preparation time when 
correlated with number of championship's won. 

2. Some relationship existed between both measures of 

coach effectiveness and coaching experience in 
total number of years. 

3. There were no significant relationships between the 

measures of coach effectiveness and either coach 


motivational style as measured by the LPC scale or 
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degree of coach authoritarianism as measured by the 
CAB Scale. 

4, A positive relationship was shown between coach 
effectiveness as measured by percentage of games 
won and coach-team relations as measured by the 
coache's score on the GA Scale. Some relationship 
was shown between coach effectiveness as measured 
by the number of championships won and coach-team 
relations. 

5. The coach's gcore on the coach self-rating of 
effectiveness scale was somewhat related to actual 
team performance. Items showing the highest sig- 
nificance were the coaches self-rating of his ability 
to motivate and his general ability to carry out 


social-emotional aspects in relating to the team. 


Coach Motivational Style Correlates 


A secondary purpose of this study was to examine the LPC score in 


terms of it's possible relationship to other specific measures used in 


this study. 


The LPC score has now been correlated with innumerable 
tests and measures, and none has yielded consistent 
relations. It is obvious from this lack of findings 
that the LPC score taps a personality attribute which 
is not measured by the usual psychological tests. 
However, considering the high predictive power of 

the score in such complex and socially relevant inter- 
actions as leadership, there can be little doubt that 
we are dealing with a very important aspect of per- 
sonality (Fiedler and Chemers, 1974, p. 99). 
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Other measures were selected which appeared to examine a coach's 
attitude or behavior in carrying out task-oriented or person-oriented 
tasks. No relationships were found when Pearson Product Moment Corre- 
lation Coefficients were computed between LPC score and time spent on 
football during the season, scores on the coach self-rating of effec- 
tiveness and scores on the CAB scale measuring coach authoritarianism. 
Several indices from the Coach Improvement Scale did show significant 


albeit low level relationships with LPC scores as indicated in Table 


VEL. 
TABLE VIL 
PEARSON PRODUCT MOMENT CORRELATION COEFFICIENTS 
BETWEEN LCP SCORE AND VARIOUS COACH 
IMPROVEMENT SCALE MEASUREMENTS 
* 
LPC Score * Watching Methods neoOr 
* 
LPC Score * Reading Methods 72591 
Bs 
LPC Score * Information on Psychology 2828 
* 
LPC Score * Information on Television Pea ea Es 
LPC Score * Information on Pro and °y 
U.S. College Football ©2393 
LPC Score * Total Coach Improvement iy 
Methods Score 2704 


Significant at .05 level 


Any interpretation of these scores may well be challenged but there 
seems to be a somewhat logical explanation for these findings. The 


positive relationship indicates that the lower the LPC score, the lower 
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the score on the coach improvement index and vice versa. This means 
that the low scoring LPC coach does more things to improve his coach- 
ing than the high scoring LPC coach does. Low LPC score has been 
interpreted as defining people who place task-oriented skills above 
person-oriented skills, therefore it is logical that these people 
as coaches would be very interested in improving their coaching as 
a means to accomplishing the task of winning games. 

In conclusion it can be said that coach-motivational style was not 
highly related to any of the other measurements used in the study. Sig- 
nificance at a low level was found between coach motivational style 


and several coach improvement method indices. 


Correlates of Coach Authoritarianism 

In contrast to Bain's study on coaches of major sports at the high 
school level (1973), no relationships were found between scores on the 
CAB scale and age or years of head coaching experience of respondents. 
In addition no relationships were found with years of teaching exper- 
ience, seasons coached in other sports besides football, and total 
football coaching experience. Pearson Product Moment Correlation 
Coefficients were used to treat this data. 

Although relationships were not predicted it was felt that some 
validation of Bain's results might occur. The difference in results 
might have been due to the different sample groups tested in that 
his study included coaches from all sports. 


In addition the investigation carried out here included coaches 


above the high school level. 
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CHAPTER V 


SUMMARY AND CONCLUSIONS 


Summary 


The major purpose of this study was to analyze determinants 
of football coaching effectiveness as measured by team performance. 
Fifty amateur football coaches in the province of Alberta were per- 
sonally interviewed and completed questionnaires providing information 
on their training, experience, leadership style, relations with their 
team, and self-rating of effectiveness. Correlations were computed 
between two measures of effectiveness including percentage of league 
games won and number of league championships won and the above listed 
determinants. 

In addition, descriptive data provided information on the sample 
as a group, specifically delineating football coaches from other groups. 
The coaches studied were all teachers with their major academic back- 
ground being in physical education. Ninety-two percent of the coaches 
had played football with the positions of quarterback, running back, and 
end being over-represented in the group. in general assistant foot- 
ball coaching experience was not an important prerequisite. An aver- 
age of 6.1 years as head football coach was reported with the mean 
percentage of wins in league play being 64.32. An average of about 
25 hours a week during the season was spent on football. 

A secondary problem investigated was the relationship between a 


coach's motivational style, as conceptualized by Fiedler, and other 
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variables used in this study. No consistent relationship between 
this concept as measured by the Least Preferred Coworker (LPC) Scale 
and other behavioral or personality measurements had been shown 
previously. 

Finally, an effort was made to measure the relative authoritar- 
ianism of football coaches through the use of the Coach Attitude 
Behavior (CAB) Scale developed in an earlier study. Several rela- 
tionships were examined between the coache's score on this scale 


and other variables. 


Conclusions 

1. There were no significantly high relations reported 
between measures of coaching effectiveness and coach 
training data. 

2. Both measures of effectiveness were moderately re- 
lated to years of head coaching experience. 

3. Neither leadership style or degree of authoritarianism 
were significantly related to coaching effectiveness. 

4. Coach-team relations as measured by the Group Atomoshere 
Scale were found positively related to percentage of 
league games won. It was suggested that both the 
effects of winning on the coach and the effects of 


the coach on coach-team relations were contributing 


factors. 
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la 


Some relationship was shown between the coach's self- 
rating of his own effectiveness on social-emotional 
aspects with the team and percentage of games actually 
won. 

6. No significantly high relationships were found between 
LPC score and other behavioral or attitude measures 
used in this study. However, association was indi- 
cated between LPC score and several indices from the 
Coach Improvement Scale. 

7. Football coaches as a group tended not to be authori- 

tarian as measured by the Coach Attitude Behavior 

Scale. No relationship was found between degree of 

authoritarianism and age, teaching experience, or 


coaching experience. 


Implications 


An effort was made to apply some concepts of current leadership 
effectiveness theory to sports team situations,in particular coaches 
of football teams. Findings in this study provided general support 
for continued study of these concepts as results were in the direction 
expected. Indeed, Fiedler's model of leadership effectiveness seems 
to include most of the basic ingredients for leadership study. Al- 
though not explored in this study, the favorability continuum as 
developed may be limited for sports team research, but flexibility 
has been shown with the recent interpretation of training and ex- 


perience. It may be possible that situations unique to the coaching 
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of sports teams could be described along this continuum as well. 
Certainly situation variables such as the size of the team, the 
length of the season, the contribution of other team leaders in- 
cluding assistant coaches, and the ability of the coach to make 
effective decisions requiring both long range planning for the 
season and immediate judgements during a game are but a few to 
be considered. 

A number of investigations have reported that football coaches 
in general are not the authoritarian figures publicized in recent 
non-scientific literature. Furthermore, there seems to be little 
necessity for this type of leadership style for it is not necessar- 
ily related to team performance anyway. It is suggested that the 
parents of young prospective football players should be made more 
aware of these findings. As indicated in the body of this thesis, 
the lack of external pressures on Canadian amateur coaches may indeed 
effect coaching styles. In addition, fledgling coaches who may be 
prone to adopting the authoritarian style for reasons of insecurity 
or emulation, should be discouraged from doing so. In fact, if 
results from this study are an indication, then human relations con- 
siderations are paramount to coaching success. 

In lieu of the information from this study, what considerations 
seem appropriate for the improved structuring of training experiences 
for prospective coaches? It is suggested that although training cri- 
teria used in this study were for the most part unrelated to coach 
effectiveness, it may be a reflection on the quality and quantity of 


training that has caused this. Certainly this is not intended as 
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a criticism of all training experiences because many of these have 
been very beneficial. However, due to the plethora of uncoordin- 
ated technical but lack of human relations-materials that has 

been presented at coaches clinics, courses, and in available readings, 
the very limited overall concept of the game developed as players, 
and the general lack of assistant coaching experience, it is under- 
standable that training experiences have not been extremely bene- 
ficial. 

Although there will be no end to the availability of football 
information, a coaches certification program recently initiated by 
the Canadian Amateur Football Association has outstanding potential 
for providing all levels of coaches with coordinated material on 
the subject. This program, in combination with a general theory 
program innovated by the Coaching Association of Canada, provides 
excellent progressive materials on technical and human relations 
aspects. These materials are provided in clinic form through pro- 
vincial associations and encouragingly enough are being adopted by 
many universities for their football courses. Those completing the 
requirements of certification receive certificates to that effect 
from provincial and/or national sports governing bodies. 

Organized football playing experience is usually characterized 
by extreme specialization at an early age. The position played may 
well remain constant for all the years of football. If this is the 
case, then the general understanding of the game as a player will be 
limited by this position. Some positions provide better opportunities 


to develop this than others. It is suggested that if at lower levels 
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of football, a compulsory rotation of positions be carried out as in 
some minor hockey leagues, players would not only develop a better 
overall appreciation for the game, but would probably perform better 
at specialized positions later on. This also has implications for 
the development of very simple but sound offenses and defenses at 
the beginning levels. 

A further suggestion has to do with the provision of more coach- 
ing practice before the acquisition of head coaching positions. 


Assistant coaching:in football fs: structured to provide a mini~ 
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head coaching experience in that most assistant coaches are given con- 


trol over their own group. Therefore this kind of experience should 
provide an excellent progression for head coaching. Unfortunately, 
circumstances beyond the control of the prospective coach have often 
moved him quickly into a head coaching position. To partially alle- 
viate this problem it is suggested that more encouragement be given 
to prospective coaches to obtain assistant coaching experience, and 
that whenever possible, institutions or associations promoting foot- 


ball provide practice opportunities in actual coaching. 


Recommendations 
The following recommendations for further study are based on 
the results of this investigation and the evident lack of research 
concerning coaching effectiveness. 
1. Further study should be carried out on football coaches 
using Fiedler's complete model with situation modifications 


incorporated to account for unique features including 
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the leadership network involved, the number of team 
members, and the length of season. 

Similar research on non-teacher coaches is necessary so 
that further generalizations may be made. 

To determine different societal or situational factors, 
corresponding studies done in other Canadian provinces 
or in the United States are indicated. 

Owing to the number of potentially influential leaders 
on a football team including assistant coaches and 
team representatives, an analysis of this leadership 
network as it relates to team performance is necessary. 
An investigation of leadership effectiveness at higher 
level college and professional football is needed par- 
ticularly as it relates to training, experience, and 
coach leadership style. 

The leadership effectiveness involving different sport 
coaches should be studied so that comparisons and gen- 


eralizations can be attempted. 
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Coach Questionnaire 


PART A — PERSONAL DATA 


lee 


Ze 


AGE IN YEARS 
MARITAL STATUS: Category and Number of Years if Applicable 


SINGLE 
MARRIED —__ 
DIVORCED or SEPARATED 
WIDOWER 


DEPENDENTS : 
RELIGIOUS DENOMINATION: 


CHURCH ATTENDANCE: Once per week 
Once per month 


Less than once per month, but more than once 
per year 


Once per year 
Less than once per year 


Never 


PART B - TRAINING DATA 


eng 


DIPLOMAS AND DEGREES HELD IF ANY: 


Degree or Diploma Specialization Institution Year Degree or 
if any and city Diploma Granted 


Stet | 
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2. Do you have school teaching experience? 


If so, type of teaching certificate held. 


3. Do you have experience in teaching physical education? 
If so, number of years experience. 
4. Football playing experience if any: 


Number of Position Played Awards - Winning Years or 
Level Years Most Captain League Champions 


Pre High 
School 


High School 
Junior 


High School 
Senior 


Junior or 
College 


University 
Professional 


Other 


TOTALS 


5. Football Assistant Coaching Experience if any: 
a ene eee eS 


Level Number of Major Coaching Coaching Winning Years 
Years Responsibility Awards League Champions 
Dd a BN RS a ea EE eg 


Pre High 
School 


High School 
Junior 


High School 
Senior 


Other 
Post High 


ae 


= ¥ ty 7 
Fi t s ; | | , : j | 
ei } oo \) tn wil iF : a oe 
ee a Trott Boubs rr ew iw urs f 


ee 


+) ted ot gatos : 2 at we ae 


56 saat gatoniw, + ebiswh boyslt nots keot 
ero tqme mS suggest i aiesqe9. bid es eatin oy ay ry 


oe teeth ee odegfes aE 


Pa ae" ae Tee 


aisoY gubsaiy gritiowed: aa ghe soem to garry 
ero Lqmecd augset ebtawi Wiilidlenoqes? gxssf 


a ft ati 


74 


6. Other coaching experience if any: 


Sport Level Number of Winning Years 
Years League Champions 


TOTALS 


7. How much time did you spend on coaching football during the season? 


Total time spent in practice not including preparation time 
time in hours per week. 


Total time spent in preparing for practices and games in 
hours per week. 


PART C - EXPERIENCE DATA 


1. Football head coaching experience involving at least two of the 
last five years. 


Level Number of Other Coaching Coaching Win-Lost Records 
Years Responsibility Awards League Champions 


Pre High School 


High School 
Junior 


High School 
Senior 
Other 
Post High School 
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2. Were you a head football coach last year? 
If so, which level did you coach? 


If not, what is the reason? 


PART D -— INSTRUMENTS 


1. Coach Self Rating Scale 


How would you rate your ability or effectiveness as a head 
coach in the following categories? Please circle your response 
using the following scale. 


l- Very Satisfied 2- Satisfied 3- Unsure 

4- Dissatisfied 5- Very Dissatisfied 

Technical knowledge of the game. A ee pallies ala amas 

Teachine ability. 1° 2:3 4 5 

Oreanizational abdidty, 1° 2) 3. 4° 35 

ADLIIty. to Motivate. =I. 2-03 4-35 

Interpersonal relations with individual team members. 1 2 3 4 5 
Ability to select and position personnel. 1 2 3 4 5 

Effectiveness in terms of team's performance during games. 1 2 3 4 5 


Effectiveness in terms of making football an enjoyable experience 
for your players. -t Slee S¥rGau5 


Effectiveness in terms of team morale. 1 2 3 4 5 
Effectiveness in utilizing talents of assistant coaches. 1 2 3 4 5 


Effectiveness in maintaining harmony on the coaching staff. 1 2 3 4 5 


2. Coach Improvement Scale 


Your coaching abilities are improved from season to season in a 
number of ways. We are interested in what you do personally 
that in your opinion helps you improve most. Please circle 

the appropriate number in each case. If you feel you cannot 
respond to any question, just leave it blank. If you have never 
or very seldom done the particular thing in any item, please 


circle "5" for "No Help". 
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REMEMBER: INDICATE WHAT HAS ACTUALLY HELPED YOU 
IMPROVE, NOT WHAT YOU THINK SHOULD OR 


MIGHT HELP. 
l- Extremely Helpful 2- Very Helpful 3- Helps some 
4-—- Little Help 5- No Help 


1. Experience gained during our practices. 1 2 3 4 5 


2. Experience gained during our games. 1 2 3 4 5 


So. talking with football coaches on our team. .J)°2 93 4.5 


4, Talking with football coaches on other teams. 


| ane? es ee eae 


3. Talking ‘to“coaches in.other sportq. I °2 3 4 5 


6. Talking to our players or ex-players. 1 2 3 4 5 


7. Watching other amateur teams play, live. 1 2 

8. Watching C.F.L. games, live. 1 2 3 4 5 

9. Watching other teams practice football. 1 2 
10. Watching teams play other sports. 1 2 3 4 
ti. Watching €kirgames-on-hove- ee SF 1S 
12. Watching American NFL or WFL on T.V. 1 2 3 
13. Watching American college football on T.V. 1 


14. Watching Canadian amateur football on T.V. 1 


Z 


2 


37 G4 uo 
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15. Watching football coaching shows on T.V. 1 2 3 4 5 


16. Watching football shows on T.S. other than games (eg. weekly 
hi-lites, special features about football). 1 2 3 4 5 


17. Watching instructional football films or tapes. 


L. 22 Ou, eS 


RECALL AGAIN: YOUR ANSWERS SHOULD INDICATE WHAT HAS 
ACTUALLY HELPED YOU IMPROVE, NOT WHAT 
YOU THINK SHOULD OR MIGHT HELP. 
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Watching game films or tapes involving our team. 1 2 3 4 5 
Watching game films or tapes not involving our team. 1 2 3 4 5 


Just thinking about football, my team and how to improve what 
L' mideinigw rdicti2e. 3 4 iS 


Attending football coaching clinic presentations. 1 2 3 45 
Reading notes and papers from coaching clinics. 1 2 3 4 5 
Reading football books about techniques and strategy. 1 2 3 4 5 


Reading articles in magazines or periodicals about techniques and 
stratesyet. 1 23 4 5 


Reading books written by pro football players or coaches about 
their experiences. 1 2 3 4 5 


Reading football books about great coaches. 1 2 3 4 5 
Reading books about the psychology of coaching. 1 2 3 4 5 


Reading magazines or periodicals about the psychology of 
eoaching. Lec aer 4, os 


Reading books on general psychology. 1 2 3 4 5 
Reading magazines or periodicals on general psychology. 1 2 3 4 5 


Reading magazines or periodicals about sport in general, including 
FOOD at Lely. 22. 63, ede 


Listening to talks by researchers or reading reports of research 
studies about: 


a. psychology of coaching 1 2 3 45 

b. physiology of exercise 1 2 3 45 

e. motor learningg 1 2 3° .4.5 

d. biomechanics or kinesiology 1 2 3 4 5 
e. training: techniques |.1.» 2,:3,.4 5 


My experience as a teacher of physical education...if you teach 
physical education. 1 2 3 4 65 


My experience coaching other sports. 1 2 3 Qtard 


If you think you have gained improvement out of something not 
included in this list, please describe it in the space below: 
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Instructions for LPC and group 
atmosphere scores and samsle scales 


People differ in the ways they think about those with whom they work. 
This may be important in working with others. Please give your imme- 
diate, first reaction to the items on the following two pages. 

On the following shect are pairs of words which are opposite in mean- 
ing, such as Very Neat and Not Neat. You are asked to describe someone 
with whom you have worked by placing an “X” in one of the eight spaces 
on the line betwcen the two words. 

Each space represents how well the adjective fits the person you arc 
describing, as if it were written: 


8 7 6 5 4 3 2 1 

Very Quite Some- Slightly Slightly Some- Quite Very 

Neat Neat what Neat Untidy what Untidy Untidy 
Neat Untidy 


For example: If you were to describe the person with whom you are 
able to work least well, and you ordinarily think of him as being quite 
neat, you would put an “X” in the second space from the words Very 
Neat, like this: 


8 7 6 5 

Very Quite Some- Slightly Slightly Some- Quite Very 

Neat Neat what Neat Untidy what Untidy Untidy 
Neat Untidy 


If you ordinarily think of the person with whom you can work least 
well as being only slightly neat, you would put your “X” as follows: ° 


Very Ay ARON: 2g A se eee ape aeeNot Neat 
8 7 6 5 4 3 2 1 
Very Quite Some- Slightly Slightly Some- Quite Very 
Neat Neat what Neat Untidy what Untidy Untidy 
Neat Untidy 


If you would think of him as being very untidy, you would use the 
space nearest the words Not Neat. 


Very Quite Some- Slightly Slightly Some- Quite Very 
Neat Neat what Neat Untidy what Untidy Untidy 
Neat Untidy 
Look at the words at both ends of the line before you put in your “X.” 
Please remember that there are no right or wrong answers. Work rapidly; 
your first answer is likely to be the best. Please do not omit any items, and 


mark each item only once. 


78 


8y 


“queig ree oa x0} anoifow 
eslaoe, ane bas ; ry 


Show yor? mragtve Lites i oe Aeict) iy ort y odd 
<ottinit, wy Svig, oncolt,.etaelto ibive gaihgwr ai) : : | 


igor ows neiwollot | orl? mo 2 “portsiot 
cust ti Stigoqgo o1t daistw ahrov? Io ering a8 Jose. guivottol, 
onoseron odiesh-or bees Ste Ho Bas bets ee 


snseqe idpia ott ad eit ati Ria raonisni Spec 


wie¥ olive, -emae 
~ ybiiad ybiinw pied 
4 aay 


ona wey mode dit nord etl! ssn ti iT votegt 


slap gaiad ea mid to dail qinenibrd phat wt is ? al pe 
na cbiaw sdf moit Sates badone od? at "KR" an tug binew 


sqavi tec a ee emer en ee ; 
r S. ve\ae 


ytav al -onno2 
ybikaW yeti deter’ 
bn 
visa bleh wih anna atbea nia ncgancade Rat Tal 
had rapriteebanaed: mre cet» PIAY 
ae 5 : rm =" wel: | | 


ant 


Bre ces eel seapeteaila on sins 


* petbiger’ HoW ciparetia guorar 9 Whter'ed ss o1od) Jodd todaroniat Seach e 
Lins oso i to ob eel se aot I ra we oa : 
| ae eee ies is 
, 4 i a | aa ' ‘ 
7 _ es : ; ‘ tal i ‘ne ar i * 


LEAST PREFERRED COWORKER (LPC) SCALE 


Now, think of the person with whom you can work least well. 


He 


may be someone you work with now, or he may be someone you knew 


in the past. 


He does not have to be the person you like least well, but should 
be the person with whom you had the most difficulty in getting 


a job done. 


Pleasant 
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GROUP ATMOSPHERE (GA) SCALE 
Describe the atmosphere of your team by checking the 


following items. 


Friendly 
Accepting 
Satisfying 
Enthusiastic: 
Productive 
Warm 
Coopera- 

tive 
Supportive 
Interesting : 
Sucessful 


Ec reenter teen eee 


Describe this person as he appears to you. 


Unpleasant 
Unfriendly 
Accepting 
Frustrating 


Enthusiastic 
Relaxed 
Close 

Warm 


Uncooperative 
Hostile 
Interesting 


Harmonious 


Hesitant 
Inefficient 
Cheerful 
Guarded 


Unfriendly 


Rejecting 


vise) 


Frustrating 


Unenthusiastic 
Nonproductive 


Cold 


eee 


Uncooperative 


Hostile 
Boring 
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: Unsuccessful 


ey. had ng ad 


. ' the ee. "Tas 
| is wae, Cale 


a Ae lye 
plate f ’ 


eH .ilisw Jans! sroy any 
woud Noy: pangs ot bts aeeta ie2 


bivoda 36d ~lisw fezal sah So 
arksteg ak gtivoktiib Jeter add bed w 
‘doyOs eTBSqqB “etl as Bes ins § 


snes len pibales yt eh 
tibdabeint “TOOT Roe 


BOLIGSDOA + : ee, 
gaitetiss Tt «+ be: ee mus | 
sites tenAgrdt s cstes eineenil sik Paha giana 
bexecee, fo te ae ee 
eaoI2 + : Se ae _ 
mieW + cage : 
avitexeqqoomll 4_. 5 
SiiswoR 8 Fe ee 
gnigestsial +: H : 
suoinomrsH : .“*t %: 
smpiieosH <3 
tastoriiaal 3h F- 
fvizssdy tt 
babaeyd fo) s 
ce ae fn 
sta galsoads «a mao tuoy Yo esedgoomas aft e@taoeed * 
| | | ii atc 
| . me ee ha? ng BY) tee, 
ee Ger eo ae 
gnisteafoa \y . . ° : ‘ . * ete fA a 
gntisxsaixt paaue ss fe iy 5 $ $ :. 
atsesteusigasal + 3 t ng > 
svitsuboigaod % : iat RR EP NH ! i Seen e. (re 
= Si0d %) 3 Ent $ ‘ J eset. 8 ae 
| 7 L - sensgo09 | «W! S 
evitpeisqooony + si re ; ¥ % be fe “Pi = 
Pe |: a Sn, i Sa hae eye) Geenet ? hs ia) — By ipasseuans wa 
anixod Hi ' he og wut tt Ro EY a. ee gnivaerssat “-e eat 
‘ fwtesssouen :” ¢ : ie. + SIsteasqe .0f » 


5c. 


80 


Coach Attitude Behavior (CAB) Scale 


INSTRUCTIONS 


The following statements are based upon situations and specific 


problems with which coaches sometimes must concern themselves. The 


best answer to each statement is your personal choice. I have tried 


to cover a wide variety of coaching questions. You may find yourself 


agreeing strongly with some of the statements, disagreeing just as 


strongly with others, and perhaps uncertain about others; whether you 


agree or disagree with any statement, you can be sure that many coaches 


feel the same as you do. Please base your opinions upon your feelings 


and your actual behavior with respect to your coaching experiences. 


Mark each statement in the left margin according to how much you 


agree or disagree with it. Please mark every one. Write +l, +2, +3, 


or -l, -2, -3, depending on how you feel in each case. 


+1 I agree a little -1 I disagree a little 


+2 I agree on the whole -2 I disagree on the whole 
+3 I agree very much -3 I disagree very much 


It is best to maintain a large social distance from the players in 
order to maintain a high level of authority. 


Coaches should be concerned with discovering the individual athletes 
who violate team or social rules. 


The players should always realize that coaches are the boss whether 
or not they are right and their decisions or regulations should never 


be questioned. 


The coach has the right to set all rules and regulations and anyone 
who violates these rules must be disciplined. 


The coach has enough problems trying to achieve a high performance 
level from his athletes and should not overly concern himself with 


and individual athlete's problems. 
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Players should report all grievances to the captain of the team 
in order that he may report them to the coach. 


The best way to eliminate mistakes is to make the players do 
pushups, laps or any form of physical exercise so that he will 
remember his mistakes and won't make them again. 


Most players are motivated by threats of punishment such as laps, 
pushups, etc. 


Players are motivated by threats of demotion or of expulsion from 
the team. 


Disciplinary action taken by the coach is easier and handled better 
if the players involved are not personally close to the coach. 


Coaches should get to know their players slightly, but should not 
become friendly or warm with them. 


Players should realize that the coach knows more than they do in the 
particular sport and should never ask "why?" 


A well disciplined team on and off the playing field or court usually 
has better performance record. 


A well disciplined team makes the coach look better to the community 
at large. 


A rigid relationship with an athlete on and off the court should be 
one of the methods used by coaches to maintain respect and juris- 
diction a coach deserves and needs in order to best perform his 
duties as coach. 


A coach who is too friendly with his players and does not remain 
somewhat detached from them is apt to lose his position of influence 
over the athlete. 


A coach should always keep his over all won-lost record in mind in 
order to see if his athletes view him as successful or not. 


Coaches and Athletic administrators should continually be aware of 
those who are attempting to undermine the system of athletics whether 
they are athletes or not. 


Those individual athletes who attempt to disrupt the athletic system 
must be punished or "put down" by any acceptable method if available. 
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A coach should refrain from taking extreme positions in any aspect 
of social or professional behavior because he must set a conser- 
vative example to his players and to other coaches. 


A coach should organize himself to the point that there can be 
absolutely no question in his mind or his athletes' minds about 
what is occurring whether it be during a game, during practice, or 
during a road trip. 


Athletes recognize the position of authority of the coach and 
respond to forceful and direct criticism or threat of criticism 
in a desired direction. 


Discipline in athletics helps create model citizens or at the 
least helps develop individuals to take meaningful and worthwhile 
positions in society. 


If more people would participate in athletics, they would be 
better able to discipline themselves in everyday life because of 
discipline they receive in sport. 


Players should not be encouraged to come and talk to the coach 
about problems in the offense or defense because this is the 
coaches concern. The athlete should be concerned with perfecting 
his techniques within the system. 
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